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Abstract
Clergy are in a unique position as emotional and spiritual first responders to individuals
and families during times of crisis including the current global pandemic due to COVID-19.
While the most rewarding part of ministry is helping people by offering spiritual direction, these
services can also be the very things that threaten and inflict harm on their personal, physical and
spiritual lives (Ferguson, 2007). The purpose of this dissertation is to help clergy effectively cope
with and manage the stressors of ministry that can lead to compassion stress, fatigue or vicarious
trauma and other distress responses. To this end, I describe the process of designing and
developing an organized intervention program for the Missio Seminary in Philadelphia.

Keywords: stress, interactive planning and idealized design
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CHAPTER 1
INTRODUCTION
Dissertation Purpose and Structure
The purpose of this dissertation is to help urban clergy effectively manage the stressors of
ministry that can lead to compassion fatigue and other distress responses. Specifically, I am
seeking the design for an ideal organized intervention program, i.e., a set of experiences in which
clergy can participate that can be developed, implemented and sustained. To these ends, I
propose that compassion stress is a system-problem with system characteristics. I then describe
the process of using a system-informed design thinking methodology to create an ideal clergy
compassion stress education program.
The dissertation is presented in five chapters. Chapter 1, Introduction, describes the
context and history of the religious communities I am an active participant in. Next is the layout
of the nature of my research inquiry, which concerns compassion stress among clergy within my
communities. Following this is the dissertation's purpose and specific research questions that I
will address. In Chapter 2, Literature Review, I examine the scholarly and practice literature
surrounding my topic and present the history of stress, its meaning, identify its conception, and
the general populations and professional domains. I also introduce the biopsychosocial model of
stress and its characteristics and describe the traditional patterns of social support for other
professions and the clergy. Chapter 3, the Methodology, presents two methods of creating an
ideal educational program to help urban clergy manage and cope with compassion stress;
analytical research and systems/design. Stress is complex system problem, and current support
systems for clergy are short-lived. Therefore, I propose the methodology of Interactive Planning
and Idealized Design to address how to understand the problem of clergy stress and how to
address it through the support of internal and external stakeholders. In Chapter 4, Results, I
discuss the selection of stakeholders, share the pre-workshop survey content, outline the
relationships and perceptions of stakeholders to clergy, and explain the details of the Interactive
Planning/Idealized Workshop. In addition, I present 242 generated properties, capture
overarching themes, reveal the reflections of the IP/ID workshop, report on the design team's
work, disclose the created ideal program, and share the final reflections of the team. In Chapter
5, Conclusions and Discussion, I interpret the results, provide a summary of the background and
1

purpose of my study, research questions and the methodology. In addition, I present a discussion
of the findings, consider recommendations for future research and conclude with my final
thoughts.
Community Contexts and History
The Philadelphia Baptist Association (PBA), under the auspices of the American Baptist
Churches (USA), was birthed in 1707 with its mission to be a witness and transforming
Association for Jesus Christ. Today, PBA consists of 124 American Baptist congregations in
Southern Pennsylvania, Delaware, and Chester. The Association is multiracial and universally
diverse in that its membership includes over 60,000 members from African-American, Burmese,
Cantonese, Chinese, European, Latin, Latvian, and Liberian backgrounds. The governing body,
American Baptist Churches (USA), consists of 1.3 million members and over 5,000 ABC
congregations across the United States and Puerto Rico.
In 1935, The Association for pastoral leaders, which began in 1935 under the umbrella of the
American Baptist Churches, was The Minister's Council. The Council's function is to provide
sacred spaces that are safe for pastors to create, build, and sustain lifetime relationships with
each other and, together, develop their ministry talents and skills. As a support system for clergy
in local ministry, the Ministers' Council also assists pastors with opportunities to address
collegial issues and lay the groundwork for programs and ministries. The Ministers Council
holds monthly meetings on Wednesdays at the Philadelphia Baptist Association office. This year,
PBA will celebrate its 314th anniversary and continues to be the longest-standing Association in
the United States.
The Pennsylvania Baptist State Convention (PBSC), headquartered in Reading, PA, currently
has 50 churches. During the Convention’s Annual 3-day session, workshops are made available
for clergy. Group discussions focus on the Convention's theme, and in many instances, small
groups allow opportunities to address more in-depth topics relative to a clergy person's personal
and professional life. Table for Eight, a new initiative amongst the clergy, was recently
developed and hosted by Dr. Chandra Williams, the previous Vice-President of the Eastern
Region. Here, a small group of pastors convened to provide training for new pastors within the
Convention. There are six District Associations under the umbrella of PBSC, each of which has a
Clergy component to provide support to pastors for their well-being.
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In 1910, the Eastern Baptist Association was brought forth by pastors, pastors' wives, and
deacons who wanted to experience corporate fellowship. In later years, a women's auxiliary
formed, and after that, a youth division. In 1922, an assembly of the churches pulled out from the
Eastern Baptist Association and organized was changed to the Eastern Keystone Baptist
Association. After many contributions to the causes of missions, evangelism, and Christian
education as separate entities, both groups decided to work collaboratively, creating the
Pennsylvania Eastern Keystone Baptist Association (PEKBA).
As of 2021, PEBKA has 75 member churches, with over 20,000 congregants, and, biannually, the Moderators of the Association focus on a different emphasis. In past years, there
have been Pastor Breakfasts for clergy to gather in the community to share their concerns and
identify the best options to address those concerns. Also, Associate Minister Gatherings occurred
for a brief period. Small-group workshops for associate ministers leading ministries became the
general focus of this gathering. The Association invited the clergy to discuss issues they were
facing and share specific topics such as sermon preparation. Currently, the Moderator of PEKBA
is practicing bi-weekly check-ins with Pastors during the COVID 19 pandemic and has been
instrumental in hosting ZOOM meetings rather than face-to-face. The usual process provided
clergy with valuable information to move forward in this unprecedented global pandemic.
Although this PEKBA does not meet monthly, it can meet the needs of pastors on a case-by-case
basis, and when deemed necessary, these church leaders gather to address matters accordingly.
The Suburban Baptist Association of Southeastern Pennsylvania (SBA), a District
Association of the PBSC, was organized in 1917 to promote fellowship, unity, and effectiveness
among member churches. The membership is for churches in the Suburban Philadelphia vicinity
and those recommended by the Executive Board and approved by the Association. Departments
within this Association are Executive Board, Laymen's League, Women's Auxiliary, Youth
Department, and Field Representative. The Association hosts its Annual Meeting on the week
following the third Sunday in October each year. Currently, 20 churches and 1 Missions
Auxiliary hold membership.
The Clergy Ministry of the Youghiogheny Western Baptist Association (YWBA), the
southwestern District Association under the leadership of the PBSC, is for pastors and ministers
to strengthen each other to expand the kingdom of God. They gather to build one another
through preaching, intercessory prayer, and discussion of relevant topics that pertain to ministry
3

and Kingdom building. Seminars for Ministry and Leadership Development include proven
approaches to church growth, community outreach, and other para-church ministries.
The Allegheny Union Baptist Association (AUBA), which serves the Pittsburgh area and
vicinity, is also a District Association of the PBSC. With over 118 membership churches, AUBA
provides group support for Pastors and Associate Ministers through its Christian Education
initiatives. Although the data is was minimal, a brief interview with a member of the Association
provided the researcher with the information noted.
Another District Association linked with the PBSC is the Central Baptist Association (CBA).
This organization has a membership of 29 churches in the central area of Pennsylvania, and it too
provides group seminars and classes for pastors throughout the year.
The Women in Ministry Project began at Green Lake Conference Center in 1980. Several
conferences, task forces, and studies, such as the Study of Women in Ministry (SWIM, 1978),
demonstrated resistance to women serving in professional ministry roles throughout American
Baptist life. The response to this resistance resulted in a proposal to provide institutional support,
networking, and advocacy for women in ministry.
Sometime later, the Women in Ministry Project became part of the Department of Ministerial
Leadership under the Board of Educational Ministries. When Educational Ministries closed in
2003, the Office of the General Secretary, recognizing the gifts women bring to ministry and the
need for continued support and advocacy, embraced what is now known as American Baptist
Women in Ministry (ABWIM).
ABM's Sisters in Service, a new paradigm, began in Metro Chicago, bringing together lay
and professional, ordained and non-ordained women to listen to and learn from each other, as
well as to support and strengthen each other in leadership and mentoring relationships. Also, as
part of its professional ministry support fund, ABWIM is dedicated to facilitating small support
group meetings and workshops for women clergy.
In 1972, American Baptist Churches of Pennsylvania and Delaware (ABCOPAD), whose
mission is to "build healthy partnerships with Churches, Pastoral Leaders, and the American
Baptist Churches USA, to fulfill Christ's mission in our world," was formed as the successor of
the Pennsylvania Baptist Convention. At present, its membership is 52,710, with 294 churches.
ABCOPAD takes great pride in supporting pastoral leaders, and in doing so, it offers Leadership
Learning Communities, which are small groups to encourage pastors personally and
4

professionally. Together, clergy pray, study, share and challenge each other in ministry. With a
focus on leadership training, isolation amongst pastoral leaders, and loneliness experienced by
clergy, these Learning Communities do not exceed six participants with a Mentor Pastor.
My Community
The Program for Urban Leaders and Pastors in Transition (PULPIT) that began in November
of 2019 under the auspices of the Missio Seminary of Philadelphia, an Interdenominational
Protestant Christian Seminar, employs me. This two-year grant-funded pastoral renewal program
awarded by the Lilly Grant Foundation is under the Thriving in Ministry initiative, with an
operational mission to serve clergy in an urban context. PULPIT seeks to enhance, provide, and
be a foundation for pastors in the Philadelphia metro region by producing healthier pastors
personally and professionally.
To date, there are a total of 33 participants and six cohort leaders in PULPIT. Monthly, the
cohort groups of six meet with their respective leaders in small group settings (no more than 6)
to discuss one of twelve program modules over two years. Also, large group multi-day retreats
two times per year and an assortment of personal and professional assessments are components
of PULPIT. Admission into the program requires a completed application packet, letters of
recommendation, a formal interview, and the ability to pay tuition; scholarships are available on
a case-by-case basis as approved by the Program Director, the role I hold.
Nature of My Inquiry
Clergy are "religious leaders whose job is serving the needs of their religion and its
members" (Cambridge Dictionary, n.d.). As emotional and spiritual first responders to
individuals and families during times of trauma and crisis, clergy are often in a unique position.
The most rewarding parts of ministry, being able to help people and offer them spiritual
direction, which is at the very heart of pastoring, can paradoxically threaten and inflict harm on
their family, personal, physical, and spiritual lives (Ferguson, 2007). Providing care for others
can trigger increased stress, burnout, or fatigue, which the American Counseling Association
(2011) and scholars refer to as compassion fatigue or vicarious trauma. Often, clergy who
experience these problems feel they have no place to turn. For example, in a study conducted by
the Visker, Rider and Humphries-Ginther (2017), 25% of clergy were unsure of where to find
help, faced a personal or family issue, and 70% reported they did not have close friends who
could form a support group.
5

My interest in this topic began in 2009 due to serving on the Executive Cabinet for the
Pennsylvania Eastern Keystone Baptist Association (PEKBA). In this role, I was offered
firsthand insight into the demands that pastors face and how many of them struggle to cope with
isolation. Several complained of being tired, had entertained the idea of resigning from ministry,
were weary of difficult congregants, and encountered relational risks with family, friends, and
other close relationships. After careful reflection and prayer, a request to the Moderator and
Director of Christian Education included a safe environment wherein this body of pastors would
convene in small peer groups to share their concerns and support each other by developing close
friendships. Based on the knowledge at hand, it was evident through previous committee
conversations that pastors were reluctant to share what they perceived as weaknesses in the
presence of a large group. Therefore, I intended to make the groups small enough to generate
discussion while creating a non-judgmental space for such conversations to occur. In addition, I
hoped they would share their ministry challenges with others who were experiencing the same in
a setting filled with trust and non-judgment, thereby minimizing stress and isolation.
Unfortunately, neither the Moderator nor the Christian Education Director accepted the proposal.
The Cabinet was not in a place to acknowledge they needed such support. Twelve years later, I
remain convinced that many clergies still struggle with these mental and emotional challenges.
In addition to emotional and psychic trauma and leaving the ministry, clergy experience
occupational stress, which is a source of family stress (Miles & Preschold, 2012; Weaver et al.,
2002; Weems & Arnold, 2009). Stress, in many cases, leads to burnout, and relational risk in
family, friendships, and other close relationships (Barna, 2017).
The context in which a church operates is church culture. Culture has many
characteristics, including the nature of spoken and unspoken communications (Keener, 2011).
For some, church culture demands that pastors adapt to the congregations' image of pastoral
leadership. Feeling alone in their struggles, many pastors think the church culture often
reinforces isolation (Flourishing in Ministry, 2013). Likewise, it lends itself to a strong
relationship between depression and physical health, critical congregants, personal criticism,
boundary ambiguity, family criticism, and financial stress (Proeschold-Bell et al., 2013).
The demands of the ministry do not stop with meeting the spiritual needs of their
congregants. Other challenges include time management and financial wellness. Moreover,
systems such as gentrification, immigration, social injustice, and lack of next-generation leaders
6

whom they can mentor, has been linked to increased stress and depression (Barna, 2017). In the
same way, as a result of work demands, up to 60 hours per week are ordinary for many clerics
(Carroll, 2006; Ferguson et al., 2015). Now a prevalent issue among the clergy, stress is an
essential topic of discussion and has impacted the professional and personal lives of those who
help others. Not only does stress affect their spouses, children, and congregations, it strikes
clergy directly and leaves them incapable of fulfilling their roles when they are looking for a
place to turn to in their time of need. Moreover, the data suggest that clergy feel they have no
recourse, are alone, and lack widely available avenues to deal more effectively with their varied
sources of stress.
Within the African-American Baptist Church tradition, clergy perform their duties
selflessly and sometimes detrimentally. All too often, the commitment to ministry requires
immense time and energy, which coproduces personal distress, resulting in limited time to
effectively cope with or recuperate from personal and professional life experiences. As a result,
clerics experience pain and are often unable to provide the optimum service in their respective
churches nor engage in self-care practices.
In a pilot study, Andrews (2018) assembled ten volunteer clergy (five men and five
women) in a peer-group setting, encouraged them to engage in conversations, complete surveys,
and construct ways to manage their physical, emotional, mental, and spiritual well-being. The
participants were all African American pastors and associate pastors leading Baptist churches in
Philadelphia, Pennsylvania; the ages varied from 21 to 65+ years. In addition, the number of
years in ministry ranged from under five years to 31+ years. The anticipated outcome was to
identify the support needed by clergy and determine if a peer-group setting was sufficient.
The methodology involved holding three weekly two-hour sessions over dinner in a
church in West Philadelphia. Table Topics Conversations, an icebreaker, was used to present
topical questions to which a participant could choose to respond. During the first gathering, upon
reviewing the schedule (Appendix A), ironically, participants selected questions from the Table
Topics conversation box (Appendix B) that related to self-care, which desperately needed their
attention. As a result, the clergy conversations progressed quickly, as each person reflected on
the areas contributing to, in some cases, their stress. Also, during the first gathering, participants
completed a demographics and work patterns profile (Appendix C) to identify the age ranges of
the subjects, length of time in ministry, educational background, and dominant stress factors.
7

The study included a second survey to assess the participant's current personal well-being
(Appendix D). During the final week, the clergy participated in an "I Will/I Won't Clergy
Challenge (Appendix F); an Action Research Intervention Plan (S. Freeman, personal
communication, August 17, 2018). Action Research is a methodology of research that seeks
transformative change. Using an intervention was to help the clergy take personal action steps to
experience a fundamental difference in their well-being by documenting their findings and
learnings about themselves. In addition, they gave critical reflection to how they managed their
physical, emotional, mental, and spiritual well-being. Although only four subjects participated in
the intervention, their feedback was positive, and they all agreed to continue to engage in the
challenge they identified.
The personal assessment surveys revealed that 50% of the participants reported periods of
mental exhaustion/stress every week. The everyday stressors identified included
economic difficulty, weariness and worries, stagnation, frequent illness, excessive
busyness, feelings of helplessness, and instability of emotions. The pilot study further
revealed the type of help sought, including finding time to take care of themselves with
high demands in ministry, direction, and guidance when faced with church conflict,
balancing church and family life, identifying a safe community to share with other
clergies without judgment, and staying relevant to the ministerial needs of their
respective congregations. Still, further, the participants preferred a small group setting
that could meet face-to-face at least once a month (Appendix E, Table 1).
The researcher observed that food played a vital role in the ease of conversation and
surmised that food is commonly used in the African-American culture to bring people together.
The icebreakers helped clergy transition into conversations that did not need to be led by the
observer. The biggest constraint throughout the sessions was time; the participants found
themselves quickly running over two hours when conversations evolved.
This pilot project yielded follow-up results: the participants requested to meet monthly to
engage in other conversations. The participants verbally expressed experiencing less stress and
feeling connected to others with similar challenges. Six of the ten clerics communicated their
desire for additional support in working through their challenges, while two of the remaining
four were hesitant. Out of the ten participants involved, one did not return after the first session,
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and an older clergy participant continued the sessions virtually due to unforeseen family and
church obligations.
The project results were affirming and inspired the researcher to consider a more
extensive study to examine the complexity of ministry demands on clergy compassion stress and
the value of an intervention program.
Purpose of the Dissertation
The purpose of this dissertation is to help urban clergy effectively manage the stressors of
ministry that can lead to compassion fatigue and other distress responses. Specifically, I am
seeking the design for an ideal organized intervention program, i.e., a set of experiences in which
clergy can participate that can be developed, implemented and sustained within the Philadelphia
community.
There are at least ten Philadelphia area clergy groups that aim to support pastors by
constructing healthy and essential partnerships with pastoral leaders. I chose to limit this research
to the Philadelphia Region and Vicinity areas. The organizations in this community include the
Philadelphia Baptist Association, Pennsylvania Eastern Keystone Baptist Association, Suburban
Baptist Association, Youghiogheny Western Baptist Association, Allegheny Union Baptist
Association, Central Baptist Association, American Baptist Women in Ministry, American
Baptist Churches of Pennsylvania and Delaware, and the Program for Pastors and Urban Leaders
in Transition.
Research Questions
Two research questions are posed in this dissertation:
1) What information, behaviors, skills and reflections or understanding can help clergy
to reduce the effects of stress and to manage more effectively the compassionate
stress which emerges as a result of professional and personal obligations?
This question seeks to identify the elements, characteristics and properties that would
enable clergy to competently and effectively cope with stress in their professional and personal
responsibilities.
2) What is the ideal design for an education program that can support learning by clergy
such that compassionate distress would be prevented, reduced or navigated
effectively?
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This question formulates the elements and properties identified in question one into a
formal and/or informal education program. The outcome of question two would be a
prototypical design for a compassionate distress management program.
Capra (1996) noted, “The more we study the major problems of our time, the more we
come to realize that they cannot be understood in isolation. They are systemic problems, which
means they are interconnected and interdependent” (p. 3). The proposed research questions are
framed through systems and design thinking because stress is not isolated; it interacts with a
variety of parts influencing each other through compounded networks and relationships.
To answer the two research questions, this project will apply the methodology of
interactive planning and idealized design. This is a systems-based approach that brings together
representative stakeholders to present their values, ideas, and, interests as they design a desired
future that will help clergy to cope with the stressors of ministry more effective.
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CHAPTER 2
LITERATURE REVIEW
Stress
Stress is commonly described in mechanical or biological terms. The Meriam-Webster
dictionary (2019) defines stress as “a constrained force such as a force exerted when one body or
body parts presses on, pushes against, or compresses against another body or body parts; the
deformation caused in a body by such a force; a physical, chemical, or emotional factor that
causes bodily or mental tension and may be a factor in disease causation” (p. 690).The
Britannica Encyclopedia (2020) explains stress as a pressure either environmental or physical
that prompts a response from an organism. Similarly, the World Health Organization (2019)
describes stress as a physical, mental, or emotional component which causes tension mentally or
bodily, and can be external (socially, psychologically or environmentally) or internal (as in an
illness).
The formal academic study of stress began with the groundbreaking work of Selye,
referred to as the “father of stress,” who argued that stress was the nonspecific response of the
body to any demand in a 1936 article, “A Syndrome Produced by Diverse Nocuous Agents.”
Selye experimented on rats and discovered that when infused with poison, the adrenal glands
began to swell, the lymphatic organs shrank, and, ulcers formed in their stomachs. Selye also
observed when the rats engaged in unrestricted exercise, endured spinal shock and were exposed
to various temperatures, the body of the rats reacted the same, so he labeled this response the
“General Adaptation Syndrome” (GAS). As the rats attempted to adjust to new environments in
the experiments, their bodies responded to the pressures placed upon them. Selye began to use
the word stress to call attention to this consistent biological response.
Brouwer (2011) suggests that stress is natural and is a normal response. If a person
experiences a threat, the body will respond by fight or flight to ensure safety. If not, the person
will move into a mode of panic, regardless of whether the events or stimuli are actual or
presumed. Moreover, if a person does not have a response plan to a perceived threat, stress will
certainly be experienced. In this instance, the significance of the threat will establish if the threat
is positive, negative or neutral. Casarella (2020) maintains that stress is a normal component of
life and can be purposeful. She argues however, if stress is not handled well and continues to go
unmanaged for a length of time, it can cause physical and emotional concerns.
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Stress in the General Population
Kirsch and Woodbury (2014) propose that increased stress is good when the productivity
that results from it increases. However, if it is not managed well and continues for a length of
time, stress can cause physical and emotional concerns. The American Psychological
Association (2019) found in their 13th annual Stress in America survey based on 3,617
individuals that stress was heightened in specific areas, namely: healthcare (69%), mass
shootings (71%), and, the presidential election (62%). The opinions also revealed that while
personal stressors such as work (64%) and money (60%) were attributed to stress, many felt they
could have benefited from additional emotional support. The survey listed additional stressors on
the rise which included climate change, safety, abortion laws, acts of terrorism, and sexual
harassment.
The America Psychological Association (2018) also reported that ethnicity and socioeconomic stress are associated with health disparities. In a 2016 analysis, it was determined that
men whose income was at the bottom 1%, lived 15 years less than those whose income was at
the top 1%. Individuals with lower incomes also reported more acute stress and traumatic
childhood incidents. The report concluded these experiences, particularly in African-American
and U.S. born Hispanics, can lead to health disparities by affecting behaviors, such as drug use,
smoking, and physical inactivity. These behaviors have the potential to produce illnesses,
diseases and cognitive decline (American Psychological Association, 2016).
It is no surprise that COVID-19 has produced stress across the nation and globally. For
example, Rasoulpoor et al. (2020) conducted a systematic review and meta-analysis on stress in
the general population as a result of COVID-19. Reviewing research involving 9074 subjects, the
prevalence of stress in five studies was 29.6%. In the sample size of 63,439 people, 31.9%
showed a prevalence of anxiety in 17 studies, and, 33.7% in a sample size of 44,531 people in 14
studies showed a prevalence of depression. This systematic review and meta-analysis concluded
COVID-19 has compounded the levels of stress, and has led to mental health conditions in
individuals. Zhang et al. (2020) conducted a pilot study across populations to identify
psychological distress characteristics in 205 participants. By comparing the prevalence of
psychological distress in the general public, individuals under quarantine and in those who had
recovered from COVID-19 infection, they reported increased depression was much higher in
patients (29.2%) who sustained the infection. As there was no difference in the prevalence of
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anxiety amongst the three groups, the researchers concluded interventions for COVID-19
patients can be developed for psychological distress if it is identified early on.
Work related stress is another form of stress found in the general population. Burman and
Goswami (2018) reviewed 203 papers between 1993 and 2017 regarding work-stress. The
findings determined that in addition to the physical and psychological effects of work stress,
family and social life of employees was also impacted. Kushal, Kumar, Mehta, and Singh
(2018), conducted an analytical study to identify causes of stress and compare stress levels in
different groups of health care workers. They surveyed 329 health care workers (e.g., physicians,
students seeking degrees in hospital administration, engineers, health care administrators and
other professionals) describing work stress and common symptoms of stress based on
questionnaires. The researchers found in work-related stress, 59% of the subjects reported
moderate stress suggesting a need for better management, and 62% indicated a stress associated
symptom. These findings indicate that although stress is a normal part of an individual’s daily
life, if left unmanaged, persistent for lengthy time spans, or associated with race, socioeconomics, and work, stress can result in increased mental health disorders, psychological
distresses, feelings of limited emotional support, health disparities, in addition to impacting the
family and social lives of individuals.
Stress in Professional Activities
Kavita and Hassan (2018), sought to compare the work-related stress levels between 268
teachers, of which 133 were from secondary schools and 135 were from primary schools. The
researchers found teachers in the secondary institutions reported more stress than their primary
school counterparts, suggesting, work-loads, recognition and support, rapport with parents, lack
of resources and student attitudes were the stress factors. The high stressors triggered
disappointments, absenteeism, poor work performance, avoidance of work, anxiety and
aggressive behavior in the teachers.
Schrever, Hulbert, and Sourdin (2019), surveyed 152 Australian judicial officers, of
which 60 were interviewed; it was found this population experienced high levels of
psychological distress and alcohol use due to their workloads. It was also determined that
burnout and secondary traumatic stress was an occupational risk for the officers. Dawson (2019),
reviewed projects conducted by the National Institute of Justice over a period of 16 years (19962012) that observed high stress among correction officers, shiftwork effects on police officers,
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fatigue and health problems. Concluding the institute did not have a strategic plan to address
these stress topics in law enforcement, the researchers have recently implemented a multi-level
study consisting of 1000 law professionals to identify what factors play in officer safety and
wellness programs. In addition, the study will address what is being done to address the variety
of stress-related issues amongst law enforcement.
Safaris et al. (2016) investigated the association of occupational stress, caring behaviors
and the quality of life practices in 246 nurses in Greece. The study revealed anxiety levels and
perceived levels of job-related stress were both high in the subjects because of conflict with
supervisors, patients and their families, and contact with death. Relative to their quality of life,
the study also showed that discrimination impacted the physical health of nurses, while conflicts
with supervisors influenced their mental health. These studies suggest stress is evident in the
professional activities of healthcare workers, teachers, judges and magistrates, law enforcement
and nurses. Not only have these professions displayed symptoms of stress, but a variety of stress
factors have resulted in aggressive behavior, anxiety, burnout, fatigue and health problems in the
subjects investigated. Like these helping professions, clergy face stress, isolation, and
exhaustion. This can ultimately lead to burnout, particularly when support is low, and demands
are high.
Stress in Ministry
In the opinion of Palmer (2012), clergy have left the ministry in Australia, Britain, and
the United States for myriad reasons including not having the disposition to cope with traditional
demands of ministry. Matters such as loneliness, difficulties with finances, family and relational
problems, and congregational conflict, were underlying sources of pastoral demands. The author
illustrates the high cost of ministry demands which, unfortunately, leads to enormous levels of
stress. Collins (1997) argues that religious stress is quite different from the stress experienced by
other helping professions. Palmer maintains clergy suffer from what is called the ‘Sisyphus
Complex’. According to Greek mythology, Sisyphus was condemned to rolling a rock up to the
very top of a mountain, only to have it roll back down each time. It is thought that many clerics
have the same syndrome and have become exhausted never reaching the top.
Clergy provide constant services, manage unrealistic expectations from congregants, are
faced with financial burdens, are pressured to demonstrate the perfect family, and are
consistently in a state of change as the world ever changes. Coate (1989) reported, “this can
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leave those afflicted in this way incapable physically, emotionally, practically and spiritually, of
fulfilling their role” (p. 8). This telescopic view of stress as experienced by clergy clarifies the
overarching demands pastors face day-to-day, and, is evidenced in pastoral isolation.
Staley, McMinn, Gathercoal, and Free (2013) researched interpersonal isolation amongst
the clergy. The study concluded that demands of ministry and loneliness, endless contact with
people, infringement on family time, high expectations of congregations, time demands, and low
social support were contributing factors to clergy stress. These challenges support the notion that
clergy demands induce stress, thereby, rendering pastors too exhausted to carry out their
professions effectively. Research conducted by Hill, Anderson-Darling and Raimondi (2003)
demonstrates the high demands of ministry give rise to stress. Through the use of focus groups,
the data showed isolation, time, space, and intrusions caused much stress in the life of the clergy.
This suggests that these daily interruptions in the work of ministry can be difficult to manage
particularly if the pastor is the sole leader. Demands in ministry are not only challenging, but
they can be hazardous to the overall health (personally and professionally) of a clergyperson.
Additional studies have pointed out that pastors work approximately forty to sixty hours
per week on average, engage in little to no time in activities that promote personal spiritual
formation, and lack possessing a close personal friend or support network (Jinkins, 2002; Jinkins
& Wulff, 2002). Pastors sacrifice their personal spiritual growth at the expense of caring for
others (Hall, 1997). These reports give credibility to the notion that pastors are challenged with a
variety of ministry demands that contribute negatively to their overall well-being, particularly
when their focus is on the health of those they serve, and rarely themselves.
Biopsychosocial Model of Stress
Engel proposed the biopsychosocial model in 1977, when he put forward that a person’s
total state of health could be determined by behaviors, thoughts and emotions. Contrary to the
previous belief that only psychological and social factors could be used to evaluate a person’s
health, Engel argued these components also interacted with biological functioning. Gurung
(2014) proposed this approach merges biological, psychological and social characteristics on the
behaviors of an individual, as well as their overall health. The biopsychosocial model will be
applied as the theoretical framework for this dissertation. The model is presented in Figure 2.1
(from: https://www.physio-pedia.com/Biopsychosocial_Model).
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Figure 2.1 Biopsychosocial model of healing 1

As presented, the model can be understood as a Venn diagram with three domains which
together help to explain mental health, and for this dissertation, clergy mental health. The model
shows that interactions among the three domains can co-produce outcomes that may be negative
or positive. If negative, there can inappropriate use of drugs, disrupted family relationships,
challenges of temperament and mental health characterized as compassionate distress. When the
domains co-produce positive outcomes, the results can be characterized with positive family and
social relationships, absence of harmful medication supports, and compassionate comfort.
The elements within the biological domain refer to genetics, neuroanatomy and organ
changes that could include functioning of the liver, kidney or lungs. Biological dysfunction in
this model can co-produce negative outcomes including depression (Rothschild, 1988;
Kaltenboeck & Harmer, 2018). From a genetic perspective, and despite the links established
between biology and stress, Payne (2009) noted that “Caucasian American pastors more readily
agreed with the statement that depression was a biological mood disorder, while African
American pastors more readily agreed that depression was a moment of weakness when dealing
with trials and tribulations” (p. 355).
16

Psychological characteristics shape our emotions, thoughts and behaviors. Salwen,
Underwood, Dy-Liacco and Arveson (2017) reported that “pastoral mental health is a topic that
has only rarely been researched empirically in the psychological literature, yet a pastor’s mental
health can have a significant impact on churches, communities, and even nations” (p. 505). They
further noted that low self-disclosure flexibility, the degree to which clergy are willing to seek
help for a personal problem, can be a recipe for burnout.
From a social perspective, this model takes into consideration economic status, culture,
and work and family interactions. Francis, Hills and Kandor (2007) evaluated the Oswald Clergy
Burnout Scale (OCBI), which confirmed the importance and contribution of both personal and
social elements of burnout. This suggests that in the ministry role of cleric not being able to
execute their responsibility of visiting the sick. In this case, problems could arise with the
congregation, determining the clergy was not handling their responsibilities, thereby, creating
extraordinary biological and psychological concerns for the clergy.
According to the National Institute of Mental Health (n.d.), there are at least five stress
concepts that should be appreciated by clergy. First, stress is not a new phenomenon; everyone
experiences it, and if one has not already, as the researcher’s mother would say, “keep on living.”
Similar to other helping professions, clergy experience pressure in balancing their personal and
professional lives. Stress will also manifest itself in the lives of clergy when there is church
conflict, or perhaps the unexpected death of a congregant. Stress will always be a part of the life
cycle, however, how one responds to it will determine its physical, mental, social and spiritual
impact.
Secondly, stress may not only be negative. For instance, positive stress, sometimes
referred to as “eustress,” can occur when clergy develop strong and impactful sermons or,
effectively counsels a couple experiencing marital problems. Likewise, positive outcomes result
in a person’s life changing for the better after hearing a well-crafted sermon, or witnessing the
couple reigniting their relationship with each other. During this time of COVID-19, many clergy
have experienced positive stress by learning how to use technology to continue their worship
services. In the same way, positive outcomes resulted in new and creative worship services,
which helped pastors to maintain contact with their church members during a time of significant
isolation, and the stress was short-lived.
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Third, persistent or long-term stress however, can be problematic for clergy. If stress is
left uncontrolled, unmanaged, or unchecked, it can impact the body and lead to physical and
mental health issues resulting in heart-disease, diabetes, ulcers and, severe depression. The
American Psychological Association (2018) posits that stress can affect every system in the body
including but not limited to cardiovascular, respiratory, and endocrine. If stress is long-term and
impacts the heart, it heightens the risk for stroke, heart attack and hypertension. If uncontrolled,
stress can lead to shortness of breath and rapid breathing, which constricts the nose and lungs.
Similarly, unmanaged stress can also affect the brain by breaking down communications in the
immune system resulting in chronic fatigue and immune disorders.
The fourth consideration is there are a variety of ways to manage stress. Clergy can pay
attention to the responses of their bodies to life challenges (i.e., anxiety, insomnia, and changes
in behavior); share health concerns with their health care providers; establish boundaries and
recognize it is okay to say, “no”; and, refuse to be a lone-ranger when overcome with stress.
Lastly, clergy should seek professional care when they find themselves overwhelmed by stress,
and feel there is no way out. Feelings of such can lead helping professionals to think suicide is
the way out. Again, stress is a part of everyday life, but what someone chooses to do with it
varies from person to person.
Stressors
Stressors are elements or events that lead to the experience of stress which can be
considered a response. However, in the biopsychosocial model, stress emerges from the
interaction of several kinds of stressors which may be external or internal to the person.
Leserman, Li, Hu, and Drossman (1998) conducted a study at a gastroenterology clinic
consisting of 239 female patients, who experienced various stressors including life events, abuse,
lifetime trauma and great disturbances during childhood. Patients displayed the inability to get
out of bed, had frequent visits with physicians, and, experienced more pain and various
symptoms due to internal and external stressors. The researchers concluded multiple stressors
played a part in the poor health outcome of the patients, and recommended that health
professions inquire about trauma in the lives of patients when caring for them.
Sulmasy (2002) proposed the biopsychosocial model plays a significant role at the end of
life. In his paper, “A Biopsychosocial – Spiritual Model for the Care of Patients at the end of
Life,” Sulmasy concluded that illness is correlated with social and professional relationships. He
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suggested that people in ancient times treated sickness as a sign of being in a bad relationship
with the universe. However, if the sick sought to be restored to good health, he or she must be in
a right relationship with their gods. Sulmasy argued that scientific healing in its homeostatic
state, and proposes that patients must sustain a sense of stability in both their internal
environments (i.e. blood levels, organs, multiple relationships of symptoms) and external factors
(i.e., family and places of employment, the physical environment and the transcendent) if they
want to survive. Therefore, supportive therapy that helps to restore healing by reducing pain,
depression and anxiety of all types alleviates the burden of dying. In the same way, healing
familial relationships via reconciliation and coping beyond the physical human experience,
brings forth healing that makes end of life more acceptable to dying patients, and they tend to die
with a sense of dignity. If the patient however, fails to maintain inner stability, they would
inevitably die while experiencing a sense of disgrace and dishonor. This model, although still in
its learning stages by health practitioners, is needed to help the dying transition with a sense of
value as they come to the end of life. Troubled relationships that have been restored from both
internal and external stressors, provides the dying with a feeling of hope and peace.
According to Fontes (2020), in 1974, Fredenberger noticed that workers who served drug
addicts often developed physical symptoms and exhibited depression, low energy and
motivational drive. Based on these observations, he identified this as burnout. However,
Maslach (1993), recognized the same symptoms in social services employees. He began to
explain burnout as a type of mental disorder that included experiencing low levels of
performance, detachment from self, and being emotionally overextended. There are many
properties that contribute to stress including but not limited to those which are
biological/physiological, psycho-social/environmental and emotional/spiritual. Possessing an
understanding of the biopsychosocial model of stress, helps us to better appreciate the
interconnections between biological, psychological and socio-environmental factors in human
development.
Biologic/Physiologic Characteristics
Fletcher, Sindelar and Yamaguchi (2011), investigated the impact of time-consuming and
environmentally unfriendly job characteristics on health across race and gender. From a
demographic point of view, black men increased in aggregate physical demands which decreased
their health. However, this was not the result for white men. In the same way, jobs that required
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more of young women, decreased their health, while the health of mature women decreased
whenever they were exposed to conditions that were environmentally harsh. In these cases, the
bodies of the subjects reacted to the varying stresses in a biological and physiological manner by
increasing in adrenaline levels. The investigators concluded negative job conditions can harm
health and can be impacted by racial groups, age and gender.
Batty, Russ, Stamatakis and Kivimaki (2014), explored the relation of psychological
distress and the risk of heart failure in a study of 166,631 male and female participants in 16
cohort groups. Over a period of 9.5 years, approximately 17,368 deaths occurred, of which 8,625
(49.6%) were related to cardiovascular disease. The cohort with the highest level of stress
presented an increased risk of peripheral vascular disease and cardiac failure. These examples of
the relation of stress to the human body support the idea of an intervention to support helping
professionals if they are to cope with their stress.
The demands of clergy according to Barna (2017) have left pastors at a high to medium
risk of burnout. While most pastors experience a moderate level of burnout and exhaustion,
moderately high levels of stress are identified in their jobs. Such degrees of stress have
ramifications for a person biopsychosocially.
Micheal (2016) argues, just as burnout is a response to emotions, it also produces an
adverse physiological response in the brain. In addition to affecting a person’s social and
personal responsibilities, burnout equally impacts their cognitive abilities and neuroendocrine
systems which can change how the brain functions. As a medical disorder, burnout reveals itself
when there is a not a balance in the mental and emotional strains, or the demanding
circumstances.
Micheal discusses in his article a study consisting of 40 subjects diagnosed with burnout
credited to their working conditions, and a matched control group of 70 volunteers with no
record of illnesses or persistent stress. The researcher sought to assess both group’s stress, by
measuring the participants’ ability to regulate negative emotions and conducting brain mapping
to evaluate interactions occurring in a task-negative state. Using a series of unemotional and
negative images, each participant had to stifle, escalate or maintain their emotions upon seeing
the images for 5 seconds. Shortly thereafter, the image was shown again, a startling sound would
play, and an electrode attached to the participant’s cheek documented the reflex reactions to this
stressful stimulus. Both groups exemplified like responses in maintaining or intensifying their
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reactions emotionally. Yet, clear differences appeared when the groups were asked to downregulate. Subjects who were diagnosed with burnout, experienced trouble modulating their
negative responses in comparison to the healthy controls, which was verified by their physical
responses of having a stronger reaction to noise than did the control group. The evidence
concluded occupational stress can impact the brain.
Likewise, Tawakol et al. (2017) conducted a study on 293 subjects, ages 30 and above
who reported no cardiovascular disease or cancer, to analyze the relations between perceived
stress, amygdalar activity, and, arterial inflammation. Cardiovascular disease was directly related
to amygdalar activity; therefore, emotional stress can lead to heart abnormalities. These two
studies suggest, the amygdala, the area in the brain that deals with emotions can be impacted by
chronic stress.
Bernard and Curry (2012) studied 435 United Methodist clergy to analyze if personality
features of self-compassion, guilt or shame orientation, a desire to please others, and capacity to
differentiate self from clergy role(s) projected a difference in burnout. Clergy who had high
levels of self-compassion and burnout, also had high levels of ministry satisfaction and their
emotional exhaustion was low. In addition, when clergy experienced stress, but were kind to
themselves, connected with others who experienced similar issues, and without dwelling on the
stress, were able to accept their worries, these clergy exhibited high self-compassion.
Burnes, Guthrie and Chapman (2013) examined 73 pastors to learn how they survived
and thrived in ministry. Five themes emerged that helped the clergy to build their resilience: 1)
tending to their spiritual formation through worship, prayer, and being in community; 2)
pursuing their mental, physical and emotional health to enhance their self-care; 3) developing
emotional and cultural intelligence by responding to the both their own and other’s emotions
correctly, and appreciating ethnic, education and geographical differences by adapting to them
culturally; 4) giving attention to their spiritual and relational health in marriage and family with
spouses, extended family and children; and 5) accepting the responsibility for leadership and
management.
Stephens (2020) conducted a study on 602 Protestant clergy to examine the link between
personality and burnout. Utilizing a questionnaire to measure openness, extraversions,
neuroticism, agreeableness and conscientiousness, the researcher discovered a moderate

21

correlation between personality and burnout, because the personality variable projected feelings
of depersonalization, personal accomplishment and emotional exhaustion.
In 2005, the Gulf Coast of the United States was hit by Hurricane Katrina. Abernathy,
Grannum, Gordon, Williamson and Currier (2016) of Fuller Theological Seminary, tell the story
of Pastor Jones and his wife who experienced the loss of their home, a portion of the church
building, congregants who were killed, and members leaving New Orleans to relocate elsewhere.
Both the pastor and his wife sacrificed themselves to help their remaining parishioners and the
community, while at the same time trying to secure a new home and regain a normal life. Feeling
distraught about the response to this national crises being delayed, Pastor Jones and his wife also
felt injustice was high because the residents who suffered the most were those who were
economically and emotionally impacted, and lived below the poverty line with no means to find
shelter or move. This pastor and wife, in addition to other ministerial couples, suffered greatly in
their marriages; they lost intimacy and relationships. Abernathy et al. (2016) initiated a pilot
project at their institution entitled Pastors Empowerment Project (PEP), as an intervention to
guard against chronic stress and burnout and to promote resilience for clerics who had
experienced this crises during Hurricane Katrina.
The project included two psychologists trained in spirituality, health and group therapy,
and, trauma and stress respectively; a homiletics (preaching) professor; a graduate student with
expertise in leading worship and the psychological and spiritual care of clergy; and, a seminary
executive from the seminary to support their efforts. Resilience, viewed as a system (in stress
responses, family and social relations) in PEP, possessed the ability to survive the many
obstacles that posted a threat to its stability, viability and development. Structured as a 3-day
retreat, PEP included: self-care, which gave attention to enhancing intra and interpersonal
relationships for pastors and their families; resilience and, cultivating relationships that aimed at
strengthening their support systems, and equipping them to yield assistance to other pastors,
families, congregants and communities. The sessions at the retreat included psycho-education
(criticism of partner’s personality, defensiveness, reusing to interact and contempt), group
discussions and dyadic work, meditation and spiritual practices (corporate singing, prayer
participation, scripture reading, and listening to sermons). Goal setting was also encouraged for
self-care, spiritual, emotional, physical, relational, intellectual, and rest. In this project, the PEP
was intentional in combatting the challenges in marital and familial relationships.
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As for Pastor Jones and his wife, who were participants in PEP, they reconnected to each
other, and with other pastors and spouses. They learned how to communicate again, and were
elated to share the pains they had experienced with others who had also faced some of the same
struggles. Through PEP, they were well able to support each other, other pastors and their
spouses, congregations, and their communities.
Aron, Clarke, and Reis (2010) bear witness to the power of relationships and expresses
that close interpersonal relationships influence human life in specific ways. First, well-being. In
contrast to being socially isolated, relationships are principal to life satisfaction and purpose.
Secondly, relationships contribute immensely to sickness and recuperation. In a study by the
authors, they found that being on one’s own as opposed to having a rewarding and meaningful
relationship gives rise to one being more likely to die too soon, particularly with heart disease
and cancer. These examples of relationships help to shape human behavior, as stress is
minimized when relationships help to transform an individual’s health.
Regarding mental health, Hinshaw (2007) writes:
the term mental disorder communicates that a mental disturbance is separate from
“physical” illness or processes, with severe implications. For instance, if mental
disturbances are in the mind but not the body, they may not be seen as real. Perhaps
they are imagined, or their sufferers do not exert enough control over their mental
illness…the deepest human qualities would be seen as absent in the person with mental
disturbance, who may be perceived by others as less than fully human (p. 54).
Based on Hinshaw’s thoughts, it is not surprising that clergy would steer away from
seeking support and help if they are being viewed as “less than fully human.” Unfortunately,
today, not only are clergy deemed as this, but countless other helping professions with mental
disorders continue to live with this type of stigma.
However, Corrigan, Roe, and Tsang (2011) advocate that such stigma is challenged
through intentional synergy between the public and the persons with mental illness, information
which is shared to challenge the stereotypes of mental illness, and, strong messages of protest be
made that stigma is wrong. The researcher supports these three strategies that challenge the
stigma of mental illness but wonders if contact, education, and protest are the only solutions to
this undesirable dilemma.
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Psychologic Characteristics
Pastors are expected to carry out the ordinances of the ministry, visit the sick and shut-in,
counsel congregants, serve as ex-officio of ministries, prepare weekly sermons and bible studies,
officiate weddings and funerals, and between meetings, find time to be with family and friends.
They are counted on to be emotionally and spiritually healthy, and ready to serve their
congregants accordingly. As a result of these demands, up to 60 hours per week are common for
many clergies (Carroll, 2006; Ferguson et al., 2015). Rarely do the pastors have time for
themselves and they are often plagued with guilt when advised to practice any form of self-care.
Like other helping professions, the ministry can be isolating, stressful, exhausting, and lonely.
This can ultimately lead to burnout, particularly when support is low, and demands are high.
Correspondingly, stress for clergy involves demonstrating the lives of perfection, constant
resistance to congregational opposition, relentless financial burdens, never-ending changes both
professionally and personally, and a host of other demands.
Adams, Proeschold-Bell, Hough, Yao, and Kolkin (2016) conducted a study to compare
clergy stress with other helping professions such as counselors, social workers, teachers, police
officers and emergency personnel, using three types of MBI (Maslach Burnout Inventory) data
from 84 studies. The researchers found that clergy burnout was similar in emotional exhaustion
to emergency personnel, counselors and social workers. However, it was lower than teachers and
police officers. With regard to depersonalization, clergy burnout was higher than emergency
personnel and police officers. Higher levels of clergy burnout were discovered in personal
achievement than counselors; similar to social workers and teachers, and lower than emergency
personnel and police officers. Although clergy experienced great demands just as these other
professions, the researchers concluded that perhaps the demands of their positions at different
levels contribute to their ability to succeed in a variety of situations, and, this result could have
been attributed to the love for ministry as a shield against the components of burnout (EE, DP &
PA) as well as the emotional extremes pastors experience.
Spencer, Winston, and Bocarnea (2012) analyzed the past work of Wickmans’ (2004)
study on Pastors at Risk Inventory. Wickman had opportunities to work with clergy who were
facing termination or burned out. He argued pastoral terminations involved the personality of
cleric, their history, church locations, culture sensitivity, and being accepted by the church. In
addition, he proposed clergy at risk of termination included: loss of energy emotionally,
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spiritually, and physically; increased pessimism about personal ministry values; high levels of
ministry apathy; no longer caring; experiencing doing ministry for the sake of doing it;
procrastination; seeking trust as evolving into suspicious behavior; withdrawing from stressors;
lack of congregational patience and humor; increased cold-heartedness toward others; feeling as
if life overall was filled with stress; overwhelmed with the inability to function differently;
finding it painfully hard to say “no”, while at the same time, longing to be liked.
With 285 subjects, Spencer, Winston and Bocarnea sought to determine what factors of
clergy at risk were the results of those Wickman studied, and to learn if other distinctions that
clergy faced were significant. The study revealed inconsistencies on several levels which existed
between expected ministry results and real experiences. In addition, vision conflict and
secondary traumatic stress were found to be more likely in clergy who lacked a support team
and/or whose congregation had dropped significantly in attendance.
Psychosocial Characteristics
According to Bloom (2016), mentors are individuals who are advanced and execute positive
pastoral identity, and they are acclaimed as highly effective in their ministry. His research
suggests that when mentors become engaged in the life of a minister, they discern a deep
similarity with the mentee (i.e., personality and ministry style), provide guidance and share their
personal experiences, and, are important to clergy who are undergoing transitions during the
beginning stages of ministry. Bloom argues formal mentoring programs are less likely to be an
effective source, but rather, he advocated for informal interactions that lend themselves to both
parties getting to know each other.
Proeschold-Bell, et al. (2016) discovered in their study of 936 United Methodist clergy that
positive mental health among the clergy was established when the congregation was engaged
positively in the community and welcoming of new ideas and people. Likewise, when pastors
experienced support from members of the church as an individual and not as the leader, positive
mental health was the cleric’s result. Although positive mental health among clergy continues to
be investigated, the research suggests there is value to this phenomenon.
In a study of 744 clerics, Francis, Robbins and Wulff (2015) sought to assess the benefit
of five support strategies: study leave, sabbaticals, ministry mentors, spiritual directors, and
minister peer groups. It was discovered that none of the strategies predicted low levels of
emotional exhaustion. Rather, mentoring and study leaves were predictors of increased
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satisfaction in ministry. Mentor relationships can greatly impact the overall well-being of the
clergy, in that, they can cover a plethora of learning and developmental opportunities.
McMinn, Lish, Trice, Root and Gilbert (2005) suggested mentoring and accountability
relationships are key to some pastors. Moving beyond marital relationships, and embracing
others such as friends, colleagues, or perhaps mentors help to decrease stress in the clergy. In the
opinion of Lifeway Researcher, Cannon-Green, (2015), in a study of 1500 American clergy, 71%
of pastors tended to meet with other pastors each month to talk about their struggles. Also, 38%
met with staff to discuss ministry and life obstacles, while 68% of pastors received support from
mentors and peers, and pastors with a lower percentage of support were typically at high risk for
stress. This shows that a mentor relationship is a viable tool for helping to curtail stress in
pastors.
Psychosocial Interactions
Kinman, McFall & Rodriguez (2011) validates these sources writing:
the positive role played by social support in helping employees manage work-related
stress has long been recognized. There is, indeed, evidence that social and professional
networks in addition to social support from family and community are beneficial for
members of the clergy (p. 2).
However, other research does not support this premise. Galek, Flannelly, Greene, and
Kudler (2011) conducted a study of 331 chaplains, to determine the connection between social
support and work-related variables with burnout indicators and secondary traumatic stress. The
study indicated while chaplains spend much of their time helping families to work through the
distress of grief, they too fall prey to loneliness, depression, and isolation. The investigation
revealed support from friends and family was the opposite of burnout and secondary traumatic
stress, as hypothesized. Yet, there was no significant connection between support from
coworkers or supervisors and the burnout and secondary traumatic stress variables. Seeking
systems of support from family and friends could play a valuable role in the overall health of
some helping professions, but not necessarily all.
Similar to this, Brewer (2016) conducted a study on 21 Assembly of God ministers who
experienced stress due to emotional, familial, and physical demands. The study suggested much
of the stress was related to unrealistic expectations and lack of encouragement for clergy and
revealed both church and denominational leaders should enhance their awareness of this
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phenomenon by providing conferences and finances as support systems to address this ongoing
issue. Gilbert (1987) supports this view of providing finances to support the clergy for matters
such as counseling to help them minimize the stress in both their personal and professional lives.
Webb and Mama (2020) conducted a study on 154 denomination-level faith-based
organizations to determine the perceptions related to clergy health promotion. The primary
health concern for clergy was stress, however, health insurance, a main resource, was provided
consistently by the denomination. Yet, finances were the chief obstacles to obtaining health
resources for clergy. It was recommended that denominations connect with health insurance
agencies to determine the scope of clergy usage of the resources provided, and, to collect
information from clergy to ascertain their awareness of resources available through their
respective denominations to help promote clergy health. Albeit, from the literature and this
researcher’s experience, not only is it unlikely that clergy will reach out to denominational
leaders for support due to the embarrassment of limited financial resources but, also because of
broken relationships within the denomination. As a result, many clergies might continue to suffer
in silence.
Traditional Social Support Characteristics
Other helping professions
In the Cusimano et al. (2019) study, senior medical students were selected to teach small
group seminars with junior medical students. The junior medical students were in favor of the
near-peer-led discussion-based curriculum over lecture-based settings. They expressed how the
peer-led curriculum influenced their academic, clinical, and personal behaviors, and how the
senior facilitators’ support impacted their social cognitive compatibility. Similarly, small groups,
peer-to-peer, community, and other types of relationships have influenced how pastors respond
to and conduct themselves when under pressure.
Chachlani and Ong (2018) conducted a study on junior doctors and the value of peer
mentoring. The study consisted of first-year interns being peer-led by second and third-year
interns at a teaching hospital. Fifty-three interns participated in the study, and the findings
concluded a good sense of health with the program and an affirmative effect on levels of stress,
job satisfaction, support, and psychosocial wellbeing in comparison to those who did not have a
mentor. “Community” emerged as a major theme in this study as it generated a sense of support
for the subjects in the study.
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Kupila and Karila (2019) examined the role of peer mentoring for beginning school
teachers in Finland. The researchers found that new teachers benefitted from peer mentoring, and
it served as a support mechanism in their development. Such has been the case in the
researcher’s early developmental stage in pastoring, while at the same time, peer-mentoring has
contributed positively to her mental well-being.
Felton and Lambert (2019) invented a network that would help students manage
pressures that impacted them greatly. The network offered support and promoted mental wellbeing in a safe space to share and connect. Experiencing support on a reciprocal basis proved to
be advantageous to being healthy personally and professionally. Similarly, community and social
support helped the helpers maintain their well-being. This study revealed a small intimate group,
safe in its constructs, helped the students to be vulnerable and transparent in their exchanges.
Group support
Lancaster, Prager, Nash, and Karageorge (2020) conducted a study to the experiences of
77 Australian psychiatrists in a small group learning structure. The study showed the groups
addressed the learnings of the psychiatrists, in addition to their experiences. The participants
were able to handle complex work, by learning from each other, and managed their stress and
well-being, that was attributed to isolation, crises, and every day stress. The conclusion of the
study was that collegial connection contributed to the well-being and reduction of stress in these
professionals.
In a review by Patel, Sekhri, Bhmanadham, Imran, and Hossain (2019), fifty percent of
physicians shared they struggled with at least one burnout symptom (personal fatigue, cognitive
weariness, emotional, physical, or mental exhaustion). The article proposed several processes of
intervening to minimize the stress found in physicians. Of significance, and relative to this study,
the authors proposed group discussions, reflections, shared experiences, and small group
learnings to serve as a shield against stress. Also, group outings such as picnics, social functions,
and volunteerism were recommended to help reduce stress and burnout. As a community, these
interventions contributed to the physicians’ feeling genuinely cared for.
Shakori et al. (2018) found that nurses who practiced team meetings helped to protect
them from burnout. This was achieved as they gave support through shared struggles such as
worry, crises, and emotions. Offering attention and demonstrating understanding served as a key
component in preventing burnout. Moreover, getting to know each other intimately as peers and
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promoting understanding of one another better in positive ways, also helped to decrease burnout.
In these instances, socializing outside of the workplace, over meals, and participating in joint
recreational activities all contributed to reducing burnout and stress in nurses.
As discussed, studies have been conducted on different types of support groups such as
peer groups, small groups and communities, as well as, their effects on minimizing the emotional
strains in other helping professions. The data suggests that these traditional practices of social
support have been beneficial, and have contributed positively to the subjects. Let us turn our
attention to the traditional social supports of clergy.
Traditional Social Support Characteristics
Clergy
McBride, Heck, Drumm and Sedlacek (2018) found the number one stressor amongst 261
Seventh-day Adventist Pastors was the lack of support systems. In clergy occupations, the
research led to the belief that stress, if left unaddressed, had the potential of resulting in mental
distress (Khan, 2017). Support systems both informal and formal have been identified for clergy
to maintain their emotional well-being and reduce levels of stress because the demands of
ministry are without limit, and if clergy are to be effective both personally and professionally,
additional help is necessary.
Family and friends
Symister and Friend (2003) suggest clergy who experience support from their families
encounter a greater sense of self-worth, and increased self-confidence may be a psychological
resource which offers reassuring optimism and greater mental health. Hee An, Bohn, and
Hassinger (2016) put forward familial relationships, are most powerful with people who have
provided support throughout the ministry of pastors. As a relatively new pastor, the researcher
appreciates the many who are supporting her in the developmental stages of ministry. Often,
when the weight of pastoral leadership rests heavily upon her shoulders, it is good for her to
know there are family members and friends who will lend a listening ear, not once or twice, but
as often as needed.
Johnson (2018), champions for healthy connections through positive relationships for
pastors. He argues such associations do not induce stress in the clergy, and therefore, pastors can
connect with others to help them become emotionally healthy. As Rediger (1997) pointed out,
relationships are essential to helping reduce stress in the clergy. People tend to grow when they
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are in relationships. When a person recognizes someone cares for them, they unveil themselves
and step into a new dimension that supplies them with a sense of belonging and acceptance.
Jose and Dias (2019) discovered in their study of 242 Catholic priests, social support was
deemed a systemic factor. The research suggested priests who experienced accomplishments and
were less stressed, proved to have higher levels of social support when supported by peers,
friends, family, and parishioners. Proeschold-Bell and Byassee (2018) conducted a study on
social support for 1,105 United Methodist Church pastors. The study determined 70.9% of the
population indicated overall, they always or usually received social and emotional support. The
researchers reported clergy who fostered friendships and relationships with family, partners, and
spouses tended to do well with their mental health.
Staley et al. (2013) investigated 80 pastors from the Evangelical Friends and Nazarene
denominations to determine how they coped with isolation as a challenge in ministry. This study
revealed 24 of the participants indicated spending time with family and friends was their primary
way of coping with loneliness.
English philosopher, Francis Bacon (1561-1625) held a high regard for friendships and
the impact it had on health. In his 27th essay, he penned these words:
A principal fruit of friendship is the ease and discharge of the fullness and
swellings of the heart, which passions of all kinds do cause and induce. We
know diseases of stoppings and suffocations are the most dangerous in the body,
and it is not much otherwise in the mind: you may take sarza to open the liver,
steel to open the spleen, flowers of sulphur for the lungs castoreum for the brain;
but no receipt openeth the heart but a true friend, to whom you may impart
griefs, joys, fears, hopes, suspicions, counsels, and whatsoever lieth upon the
heart too press it, in a kind of civil shrift or confession.
Bacon is proposing that to maintain good health, friendships are essential. According to
the author, with friends, you can share your innermost feelings from the heart; those silent
emotions and concerns. As a result of doing so, the writer appears to be suggesting the mind
becomes more settled and at ease. How true this is when we consider the literature that supports
family and friends as social support, and how they positively impact health and well-being.
Meek et al. (2003) investigated 26 Protestant Christian clergy who exemplified emotional
and spiritual health to learn the positive functioning of clerics. After listening to their stories,
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42% identified the importance of friendships. Simultaneously, a second study was conducted
with 398 senior pastors with 25% identifying the importance of family relationships as their
positive functioning. The participants expressed their emotional and spiritual health was
maintained by praying together, praying for one another, reading the scriptures together,
providing each other with emotional support, and having a spouse who provided balance by
providing a life outside of the walls of the church. With the demands of clergy today, friendships
may serve as a valuable tool in minimizing stress and promoting clergy well-being.
Relationships and Networks
Relationships are important, and yet, it is difficult to determine exactly how social
relationships impact health. Kelly et al. (2017) suggest relationships consist of two people who
impact and are complemental of one another, in that each causes a change in the other. Spader
and Mayes (1991) write, “People grow in context of relationships. They respond to an
environment that cares about them. They open up to those who reach out to them” (p. 72).
Relationships are pivotal in the development of not only healthy churches but healthy pastors, as
they are characterized by a variety of constructs such as cohesiveness, satisfactions, rapport,
commitment, acceptance, comfort, and self-esteem according to Bostrom, Anson and Clawson
(1993). It is here where pastors can remove masks, become transparent with their ministerial
stresses, and through relational exchanges, learn from each other as well as grow in their ability
to care for themselves. The cost of not having meaningful relationships that welcome
vulnerability, according to the research, implies a price too high to pay. Palmer (1998) agrees
with this idea as he writes, “the growth of any craft depends on the shared practice and honest
dialogue among the people who do it” (p. 144).
Matheson (2014) supports this concept by suggesting that life can be barren when there is
not a relationship. He maintains that relationship and community are at the depth of the human
heart as we seek to know and be known. Serving in isolation increases the level of stress and
contributes negatively to the emotional well-being of the clergy. In a study of 87 rural clerics,
Stuart-White, Vaughn-Wilson, Eaton, and Muskett (2018) discovered two-thirds of the
population experienced stress as stipendiary clergy; clergy working alone, and, clergy working in
the context of multi-parishes. Yeakley (2015) writes:
The atmosphere at the heart of our relationships should lean heavily toward
being relational. We must view ourselves as coming alongside a friend, seeking
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to develop a rapport that produces mutual fondness and trust. Relationship
affords us the opportunity to stand next to someone as we guide them forward.
A genuine relationship frees us to share whatever we need to with the assurance
of acceptance, care, and love (pp 87-88).
Holt-Lunstad, Smith and Layton (2010) proposed that mental and physical health
outcomes are impacted by interpersonal relationships. Across 148 studies with a total of 308,849
participants, a social support survey concluded family, associates, and friends, contributed
greatly to the well-being of its subjects. Cohen, Gottlieb & Underwood (2004), argued social
networks had a positive impact on mental health. Categories such as a spouse, close family
member, friend, or members of social and religious circles were identified as social networks. In
their study, it was revealed those who participated in like networks, experienced greater mental
health in comparison to their peers who functioned in solitude.
Supporting pastors of local congregations, Rediger (1997) writes:
Few factors are as important to a support system as the network of people with
whom we form intimate, fraternal, and professional relationships. Each person’s
social needs are unique. But everyone needs at least one intimate partner, one close
friend, and one dependable professional colleague. And there must be someone
available to answer 911 calls in emergencies. Such relationships work best when
they are two-way. In spiritual leadership, the keywords are relationship,
relationship, and relationship---healthy relationships within myself, with God and
with others. (p. 151). Rediger aims at developing relationships with people who can
serve as support systems, particularly when clergy find themselves in an abusive
situation. Such disasters not only induce stress, but they can lead to tremendous
trauma with a lasting impact on ministry effectiveness (p. 152).
Congregations
As suggested by Crabb (1997), faith communities can provide healing through
relationships with pastors who connect with accountability partners. The author strongly
advocates for support as faith communities have been noted throughout scripture exemplifying
such practices. The writer contends, “the power to meaningfully change lives depends on
connecting, bringing two people into an experience of a shared life” (p. 31). Congregations may
serve clergy well once there is a concerted effort to have a mutually shared experience in the
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church. Too often congregations displace the work of ministry on the shoulders of clergy with no
intention of assisting them which leads to stress and ultimately, burnout.
Jackson-Jordan (2013) in her study of the literature, advocates that congregations support
the clergy by providing them with finances as a resource for their spirituality, which, when
unavailable or limited, contributes significantly to pastoral stress. Finances are one of the many
causes of stress in the clergy today. Not only do pastors have to fulfill their pastoral duties, but
they also have to provide for their families, and when there are financial constraints, this adds to
the stress list and impacts not only the pastor but also the congregation.
Zickar, Balzer, Aziz and Wryobeck (2008) conducted a study on 190 Roman Catholic
priests to determine if social support (laity, other priests, or staff) would reduce the effects of
their stress. The study determined when laity as a community assumed general roles in ministry
by offering help or serving as listeners, there was a decrease in the stress of priests. Shared
ministry, a pastors’ dream, is one of the most cherished moments in ministry. Every pastor
appreciates when his or her faith community assumes the responsibility of taking a portion of the
ministry workload and carrying it out. This act of support decreases the level of stress in the
clergy, but it increases his or her ability to give attention to other priorities.
Bloom (2019) contends:
Strong, positive social relationships are vital for flourishing in ministry…Four
kinds include significant others (spouses, family, and friends), similar others
(pastors, clergy, and other ministry workers), members of the local church a
pastor is serving, and denominational leaders. Pastors who experience social
support from their congregations are much more likely to flourish. First,
mutually responsive relationships…each member, including the pastor, should
feel respected by others. Second, parishioners should be positive ministry
partners. Third, responding well to stress and adversity requires a communal
response (pp. 82-89).
Keck (2014) posits that what everyone wants in the religious community is to have
shared expectations. Healthy congregations expect from their pastor theology and worship; selfknowledge and self-care; and, healthy servant leadership. Greater still, pastors expect support
from their congregation overall. Having interviewed several pastors and congregations, Keck
learned the number one thing pastors expected most from their congregations was to help them
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to see that shared ministry was making a difference. All too often, clergy answer their calls to
ministry with a glimpse of how the ministry will impact their lives both personally and
professionally. Despite taking pay cuts, working unimaginable hours, and juggling the stress of
demands, many clergy accept the call and make the sacrifice to serve. Nonetheless, every pastor
wants to know his or her work is not in vain and relies on his or her congregation to walk
alongside them in ministry.
Research conducted by Bledsoe and Setterlund (2015) found a variety of sources for
social support including early support, which is advantageous to molding how a pastor thinks
about God; relational support, which consists of close family members, such as a spouse or
perhaps a teammate or other clergy, church denominations and interdenominational support
advisors; and, additional support from within and without of the church, including congregants
and ministry staff. This finding is consistent with the work of Miles and Proeschold-Bell (2012)
who recommended other sources for clergy support in addition to peer support, as no “one size
fits all” group works well for all pastors. Clergy peer support is a valuable tool to consider if
pastors are going to have any chance of decreasing the stress that impacts their emotional health.
Trull and Creech (2017) support what Peterson (2011) called, “company of pastors.” The
authors argue that ministry is not a solo act, and therefore, pastors should be mindful that the
ministry is in order when it is done in relationships. Connections with others can be most
meaningful and impactful particularly when someone desires to be their best self mentally,
physically, socially, and emotionally.
Denominations
Recognized support systems for clergy includes denominational leadership.
Denominations are religious groups, branches, or sects, and for some, denominational structures
exist to serve as the governing body. Support from denominations mirrors serving as a viable
support system for clergy and providing training and resources to equip clergy with ministry
tools for ministry success. Some denominations are local, national, and in some cases, they are
world-wide. Most denominations have policies and guidelines for clergy to live by, which
supports the work they do.
The parenting body of the researcher is the American Baptist Churches (USA) which has
a published covenant and code of ethics for ministerial leaders (Appendices G and H) dated
October 2004. This document was created to produce and maintain healthy congregations and
34

ministries and covers areas such as: offering training opportunities for ministerial leaders;
maintaining high expectations for the academic, pastoral, human, and spiritual preparation and
development of ministerial leaders; devoting personnel, time and resources for participation in
ongoing discussions focused around the needs of ministerial leaders; and holding one another
accountable for the delivery and use of ministerial leadership training through the initiation and
employment of assessment tools and accountability methods.
However, McBride et al. (2018), in their study of 261 Seventh-day Adventist Pastors,
found that clergy stress was related to a high number of the Seventh-day Adventist institutions
geographically widespread, and the assigning of many pastors overseeing more than one church.
Often, clergy felt lonely, isolated, and did not have anyone available to talk to regarding their
ministerial challenges. The study recommended denominational structures should be established
to provide support to the pastors dealing with stress, and, that while denominations are in place
to support clergy, in some instances, such is not the case.
Group Support
Clergy self-care provides an opportunity for ministers to “develop significant interactions
and relationships with peers, family, and friends”, according to Luciotti (2019). He advocates for
groups as an effective measure of self-care. Intentional group interactions amongst clergy seem
to have a positive influence on the health and well-being of helping the helper. Pastors who are
friends, and who are in intentional and meaningful relationships, generally travel the same path.
Although the journeys may be different, each clergy person experiences many of the same
stresses as other pastors do. Every pastor discerned a calling, responded to the call, committed
him or herself to tend sheep so that the flock would be prepared to do the work of the church.
Besides, many have suffered loss, ridicule, hardships, disappointment, church conflict, family
issues, divorce, and in some cases, termination. However, these relationships must be
undergirded with intentionality and intimacy.
Therapy
In addition to denominational support of the clergy, Gilbert (1987) recommends
counseling as a recognized support system for pastors. Considering the demands of ministry
placed upon the clergy, having a therapist to voice concerns, helps to release some of the stress
and strain of carrying out daily responsibilities. Besides, if the stress is greater, long-term
counseling and interventions can be an option, and if necessary, medications can be made
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available. However, if the stress is minimal, behavior therapy might be an alternative. Support
systems like these may help to reduce the risk of stress as found in many pastors and can help to
improve their effectiveness as leaders.
Muse, Love, and Christensen (2016) conducted a study on pastors who participated in a
multi-therapist, week-long intervention, to determine if it would be effective on reducing their
levels of burnout and depression which led to their stressfulness. The control group (23 pastors)
completed the surveys distributed in the study, while the treatment group (23 pastors) completed
the surveys and participated in the week-long intervention. The treatment group showed great
improvement in their emotional exhaustion and depression, but there was no change in the
control group. Although the support only lasted for one week, the study proved that therapeutic
intervention can serve as a barrier to stress, and can have a positive impact on minimizing it.
Yet, Zarb-Cousin (2019) conducted a study on a group of pastors to understand their
lived experiences as clergy who had accessed or received mental health services. The researcher
discovered that mental health, from the perception of these helping professionals, was deemed a
stigma that produced barriers when they sought support. Some of the pastors expressed shame
when they acknowledged the need to ask for help. Others felt embarrassed for not being in a
position to help themselves. These types of perceptions are harmful to clergy who require
support when it is most needed, and they continue to prevail today.
Peer Support
While peer support groups have benefitted other helping professions, so have they helped
clergy to manage their stress. McClanahan (2018:6) proposes, “It is not enough to merely attend
a peer group. The quality of these relationships must be defined by the keyword ‘intimacy’”.
Pastors who engage in conversation with others who have endured the same struggles, and have
successfully come through those struggles, implies there is a ray of hope in stress. To illustrate
this further, Harewood, Roberts and Bowers (2013) conducted surveys of pastoral leaders and
ministers in peer-group programs, and discovered learning in peer groups:
•

renews the call and a commitment to ministry

•

revitalizes the spirit, body, and mind

•

broadens a vision of God’s world and our part (and partnerships) in it

•

provides courage and confidence to “dream new dreams” with others who have a stake in
that realization
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•

increases appreciation for and enthusiasm about intentional and ongoing education

•

clarifies interpersonal strengths

•

leads to tangible, positive outcomes for congregations (p. 3).
In the same way, Macchia (2003) indicates small covenantal groups are a mechanism for

experiencing healthy growth. As congregants rally around one another during life’s challenges,
so too can pastors embrace each other when life has hit them hard, and they feel as if they are
defeated. It is here where empathy is portrayed; and hope and joy are found in the work of
ministry despite its difficulties. This view is compatible with the work of Legg (2019) who
argues that peer support is an outlet for expressing how one feels and it serves as a source of
empathy. Engaging in peer relationships purposefully, helps pastors to know they are not alone
in their journey and have venues for constant contact with persons like themselves.
Staley et al. (2013) discovered one of several strategies to establish and maintain
supportive relationships for pastors included participation in groups. Although some pastors find
it difficult to confide in others, eight participants in their study felt strongly about engaging in
groups as a way of accountability, investing in others' lives, and seeking support and prayer.
Groups tend to exhibit a type of support system that lends itself to individuals willfully sharing
commonalities.
Gilbert (1987) writes:
A number of clergies said that one of the things that the Denominational
Conference could do best to support them would be to bring them together so those
relationships might develop. This proposal is made with the belief that to gain full
value from this coming together, groups need, first, to be focused on something
that is of current importance to their members; second, the groups need to be small;
and, third, they need a format that can move the sharing to a deeper level (p.75).
Kayler (2011) recommends peer groups as an important step for clergy to take. These
examples can help us to understand the impact of peer support, and how traditional support has
been advantageous to stress. As maintained by Dodd (2015), without one another, it is
impossible to survive. As created beings, humanity needs each other to persevere through the ills
of life. How a pastor responds and reacts to and behaves toward various elements of ministry,
will determine the outcome of his or her well-being. According to Stone and Wolfteich (2008),
“There is no substitute for the friendships of other pastors” (p. 30). Pastors who have developed
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friendships in groups share experiences, fears, and frustrations in settings that allow them to
remove masks and become vulnerable. There is a sense of safety when groups founded on
friendship and trust openly share commonalities in their professional and personal lives.
Marler et al. (2013) conducted two national surveys to determine the level of
participation in clergy peer groups. The data revealed three-quarters were engaged in a group; a
quarter of the group was involved with ministers from their own denominations; one third joined
an interdenominational group; 10% were specifically in groups such as support and mentoring
and spiritual formation, while the others belonged to an assortment of groups. The researchers
concluded the health of pastors and congregations were different as a result of participation in
peer groups.
Gilbert (1987) argues peer support groups for some clergy are very important and they
would prefer to have them. Having a place that provides acceptance, affirmation and honesty are
the core values of peer support groups, and some clergy feel with the commonalities between
them, growth, assistance, perspective, and nourishment are likely to occur. Keck (2014) writes,
“Pastoral maturity requires both enhancing the self and overcoming the self. Faithful collegial
communities help make these possible (p. 71).”
Kayler (2011) in his study, supports clergy peer groups and suggests they combine social
support with relevant learning in current ministry issues. He contends support systems are
important because they help pastors to be accountable and encourage them to execute stressrelieving practices that reduce clergy stress and impact isolation. In a study of 206 clergy, he
aimed to identify the work-related stressor and the stress-reliever or prevention of work-related
stress. He found that time demands and church health issues were the major stressors in the
participants. The study also revealed the participants recommended clergy participation in
support groups because they believed support systems served as a stress-reliever practice. More
importantly in the findings, however, the study participants agreed that support groups may have
the most impact on clergy well-being.
In their study of 59 United Methodist clergy, the data suggested there was no
determination of how peer group participation related to mental distress, and therefore, the
interactions and internal workings of support groups needed more attention to determine if clergy
health was improved. Other factors must be considered because it is no secret that clergy stress is
a concern across denominations, and a variety of pressures contribute to this phenomenon.
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Pastors are expected to carry out the ordinances of the ministry, visit the sick and shut-in,
counsel congregants, serve as ex-officio of ministries, prepare weekly sermons and bible studies,
officiate weddings and funerals, and between meetings, find time to be with family and friends.
They are counted on to be emotionally and spiritually healthy, and ready to serve their
congregants accordingly. As a result of these demands, up to 60 hours of service to others per
week are common for many clergy (Carroll, 2006; Ferguson et al., 2015). Rarely do the pastors
have time for themselves and they are often plagued with guilt when advised to practice any
form of self-care.
The research indicates that family and friends, congregations, denominations, mentors,
therapy and, peer groups each play a significant role in helping to cope with the stress in clergy
as well as in other helping professions. Although normal and purposeful, the research also
revealed stress can affect individuals biologically, psychologically and socially, suggesting it is
complex in nature.
Complexity of Stress
Jackson (2019) contends that social and other problems arise from complexity. He
suggests that an organizational system is “a complex whole the functioning of which depends on
its parts and the interactions between those parts” (p.3). Identifying systems as different kinds,
Jackson suggest six types: physical as found in rivers, biological as in organisms, designed like
automobiles, abstract, such as in philosophy, social, as in families, and, human activity that
ensures the quality of products. According to the author, the study of such systems can take
place either through reductionism, which understands the parts of a whole, and holism, which
seeks to understand the interconnectedness to preserve the whole.
As the research has shown, stress has many interconnecting components which makes it a
system. If clergy are to obtain the support that will help them to cope with the stress of ministry,
we must view stress as interactions between parts, which means there is no simple solution to
this problem, and, it requires a new way of addressing stress. Besides, it was Miles and
Proeschold-Bell (2012) who argued that peer groups alone do not address the challenges clergy
face. During the initial stages of organizing this work, it was the researcher’s intent to create yet
another “traditional” method of addressing clergy stress (i.e., small groups, peer-to-peer
meetings, etc.). However, having embraced an appreciation for the biopsychosocial model of
stress, and understanding that stress could be viewed as a system, it became apparent that clergy
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stress demands a different perspective. For the purpose of this study, systems thinking will be the
foundational approach to address clergy stress.
Bartleby (2020) indicates that in the 1940s, the systems theory was proposed by Ludwig
von Bertalanffy, an Austrian biologist. In 1968, a system was likened to interactive elements that
are open and engage with their environments, and as new characteristics of a system surfaced,
they were constantly changing. Ackoff (1974) proposed that improving complex interacting
social elements requires systems thinking. He further described human organizations to be
socially complex social systems involving great periods between taking an action and witnessing
both the planned and unplanned behavioral patterns of that course of action. Also, social systems
embody purposeful organizations which contain purposeful people and groups contained within
a larger purposeful system. In social systems thinking, the focus is on the interactions of people
as stakeholders as opposed to focusing on individual people or on specific tasks and tools.
Goodman (2018) supports Ackoff’s explanation of systems thinking by arguing it
demands recognizing behavioral patterns and the unseen structures that control those patterns.
Therefore, systems thinking takes into consideration the events/actions, patterns/trends,
structures, beliefs, values, and mindsets of a complex problem, and seeks to describe and
understand the situation and not the symptom, which will shape the outcomes. Kim (n.d.)
illustrated these characteristics in the form of an iceberg metaphor (Figure 2.2). What is observed
are events which are only the tip of the situation, and below are the patterns, structures, mindsets
and other containing variables.
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Figure 2.2 Kim’s (2002) Iceberg Model

Senge (1990) argues the nature of systems thinking is in observing inter-relationships
instead of linear cause-and-effect change, thereby, seeing systems of change instead of synopses.
He promotes active participation in reflection-on-action and obtaining understanding and
meaning from feedback on action and activity. Here, feedback becomes learning as the
recognition of patterns begins to emerge.
Zurcher, Jensen, and Mansfield (2018) sought to utilize systems thinking in a project that
would focus on a fair opportunity to be healthy, and encourage wholesome eating and vibrant
living. They used systems thinking by plainly communicating their desired outcomes and beliefs
about the societal issues that would bring about their intended results. Also, they examined the
system in its existing state, along with its structures and beliefs, which gave them an
understanding of these specific elements, thus making it possible for the researchers to move the
system from where it was to the desired place.
Tani, Papaluca, and Sasso (2018) performed a literature review to examine how the key
themes of complex systems were linked to studies in Open Innovation. In complex systems, the
activities of the system and its elements, are the outcomes of the actors’ influences. They
determined in Open Innovation, like complex systems, businesses recognize relationships as
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fundamental to their operation; they must unite with independent partners and they must not
attempt to restrict their influence by grasping a predetermined result.
Reubenstein-Montano et al. (2001) sought to evaluate the most relevant sharing and
integration of knowledge to present a plan for what an extensive framework might contain as
part of a whole. They emphasized positioning knowledge management in a wide-reaching
environment of systems thinking so that transforming factors could be identified better and
understood. The literature sought to review the history of stress, understand its meaning, identify
its conception in general populations and professional domains, introduce the biopsychosocial
model of stress and its characteristics, and, describe the traditional patterns of social support for
other professions in addition to clergy. With the understanding that stress is a system with many
interactive parts, the researcher proposes to use Interactive Planning (IP); a systems informed
methodology. Interactive Planning will help to identify the interactive elements, understand the
complexity around stress in the life of the clergy, discover what the problem with clergy stress is,
and determine how to solve it.
Kreitzer, Carter, Coffey, et al (2019) writing a commentary for the National Academy of
Medicine and citing research by Pourdehnad, Wexler, and Wilson (2011) noted that
two approaches—design thinking and systems thinking—could be used for
developing strategies to address stress and burnout and to improve the well-being
of students, trainees, faculty, and health care professionals. The authors further
suggest that combining these two approaches may create a more powerful method
to examine stress and burnout and the strategies to address both (p. 1).
Interactive Planning is distinctive in that it is systems-and-design-based. It generates an
idea, unlike the traditional patterns of addressing stress, indicating that an individual or group
does not solve a problem, but rather, they would design a solution to fix, eliminate or dissolve
the problem. Designing a sustainable innovation plan which requires the input of key
stakeholders who have a vested interest in the demands of clergy life, will provide insight into
the strengths and weaknesses of current clergy practices, help to understand the potential pitfalls
for success, and based on their personal experience as cleric, they will know what it takes to
deliver such a plan. Likewise, the external stakeholders will add insight to the project, as well as
give vision to the projects’ future. Jackson (2019) proposes that “interactive planning seeks to
galvanize stakeholders, upholding various purposes, in pursuit of a vision of what their
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organizations might be like” (p. 175). Jackson submits there are advantages to using Interactive
Planning which includes: it facilitates stakeholder’s participation in the planning process; in the
process, the stakeholders are dominant; Interactive Planning encourages creativity; it expands
what is possible for the participants; and, its commitment and consensus of the stakeholders for
the organization’s idealized future, is generated by the participative principle. These advantages
welcome a variety of perspectives on the decisions to be made by the stakeholders, thereby,
endorsing participant buy-in, and vision consensus.
Group Assessment of the Sources
For a variety of reasons, this literature review is meaningful to my exploration of the
varied ways of understanding stress, and identifying the support systems used by both clergy and
other helping professions to reduce stress and isolation. The literature verifies that unmanaged
stress can negatively affect the clergy both personally and professionally.
Although I have worked with clergy for more than twenty years, the sources offered
valuable information supporting my beliefs that clergy were stressed by the high demands of
ministry, and, are in need of a different type of innovation that is sustaining. Moreover, the
literature helped me appreciate that stress through an entirely different lens; namely, a system.
As a system, stress has interconnecting parts, and if one is to understand it, the system must be
navigated through, by designing a solution.
Biopsychosocial theory, as it pertained to the health and behaviors of an individual,
provided great insight as to how each element and their interactions played a role in stress. This
understanding has not only expanded my understanding, but it has altered my limited
interpretation of stress, and, how to address it.
Finally, the promotion of good health and well-being were corroborated by the support
systems in the literature. Family, friends, congregations, mentors, denominations, therapy, and
groups of all sorts enhance the personal and physical lives of clergy, but there is room for
improvement that will give vision to the future of clergy stress.
Summary
Stress is not a new phenomenon. It is not limited to clergy but seems experienced
differently by this community. The demands/stressors of the ministry can induce stress, thereby,
rendering pastors too exhausted to carry out their professions effectively. The Biopsychosocial
Model provides an understanding, supported by the literature reviewed here that clergy
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experience stress responses and need resources for support. A multitude of people and groups
(i.e., family, friends, therapists, mentors, congregations, denominations, and other networks)
have been identified as support systems for clergy. In many instances, these individuals and
collective bodies have been instrumental in helping clergy to maintain their health and wellbeing. In addition, several establishments in the Philadelphia area have provided opportunities
for clergy to gather in peer settings to share with each other, with the intent of supporting each
other through ministry demands. However, the results have been short-lived.
Stress is complex in nature, and therefore, it demands a systems-informed approach to
address how to understand the problem of clergy stress and how it might be solved. A
methodology to solve this challenge, Interactive Planning and Idealized Design, will be the
approach applied because it is accomplished through the support of internal and external
stakeholders. If clergy can engage in interventions that specifically meet their needs, perhaps our
communities, societies, and our world may be better for it.
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CHAPTER 3
METHODOLOGY
Analytic/Research vs Systems/Design Approach
The prevailing approach to create new academic and practice educational programs is to
adopt the science/evidence mindset, and then apply analytic thinking and decision making.
Pfeffer and Sutton (2006) for example, argued that if evidence-based research was more
frequently used, organizational leaders could practice more effectively. However, the context in
everyday organizations is often, volatile, uncertain, complex and ambiguous even to experienced
leaders, and wanting evidence-based practices does not mean that research has identified how
they function in these differing situations in which leadership must operate. As noted by Stetler,
Ritchie, Rycroft-Malone and Charns (2014), “Making evidence-based practice (EBP) a reality
throughout an organization is a challenging goal (because) little is known about the exact role
and function of various levels of leadership in the successful institutionalization of EBP within
an organization” (p. 219).
The analytic approach is consistent with Snowden and Boone’s (2007) decision making
framework for a problem that is reasonably well-structured, complicated, within the domain of
expertise, and can be solved by best practices. However, this approach is threatened by the
representativeness heuristic, a cognitive error described by Kahneman and Tversky (1972).
Relying on a simple rule such as “it is appropriate to select certain workshop topics because they
are offered in similar programs” or “it is acceptable to select topics because some Clergy believe
they are trending” may be biased. Basing choices on perceived similarity or from survey beliefs
are easy ways to decide when confronted by a complicated problem, but this method does not
assure they are accurate and may be recognized as a deviation from rationality in judgment.
The complementary approach is to select content by applying design methodologies and
tools. While a new program content (or products or services) can be designed without systems
thinking, when a systems framework is integrated, outcomes are improved (Pourdehnad, Wexler
& Wilson, 2011). The selection of content based on applying a systems/design approach is not
based on what is available in similar programs or determined by surveying experts or identifying
learning outcomes and objectives that should be met. Instead, the approach is to use a design
methodology that has rigor and decision rules.
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One example of this methodology is interactive planning and idealized design, a process
that emerged at Bell Laboratories approximately 70 years ago and has been applied globally for
complex systems problems (for a summary see Ackoff, Magidson & Addison, 2006). This
methodology has been applied within many academic programs including to create the 20
leadership courses for the programs of Strategic Leadership and of Complex Systems Leadership
at Thomas Jefferson University. The idealized design process engages the stakeholders which for
leadership content includes students, faculty, and employers. This results in content designed by
the stakeholders; those who are most directly involved in learning and applying leadership. Starr
(2015: para. 5) describes part of the process,
More than 100 people participated: academic leaders (e.g., deans of schools, directors,
chairs of departments and programs, faculty members from the university and from other
universities); leaders and members of administrative functions (e.g., registrar, finance,
library, development, and other roles from several universities); alumni of graduate
degree programs; current graduate students (Master and Doctoral) from several
universities; leaders and thought leaders from professional organizations and leadership
societies; executive level leaders from corporate in-house universities and training
departments; government and nonprofit training leaders; senior HR administrators; and
representatives from organizations where there was no support for graduate education.
In workshops and meetings, participants were challenged to generate
characteristics of an ideal leadership program that “you would personally want to teach
in; you would want to administer via your professional work; you would want to be a
doctoral student in; you would recommend colleagues apply to; your organization would
support if colleagues were admitted as doctoral students, faculty or mentors; you would
want to join for professional and community support; your organization would want to
partner with for consulting and research projects; and you would want to be
acknowledged as a co-designer.” These were not specifications for the future or for
others; rather, these were what the stakeholders and users wanted right now and for
themselves. The only limitations were that elements must be technological feasible and
that the program must be capable of thriving in the existing environment, as well as be
sustainable in the future as the environment may change.
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As a guide, the following topics were available: Vision and mission; Admission
(student demographics, requirements, pathways); Staffing (faculty demographics,
requirements, pathways); Channels and learning environments (locations, travel, virtual);
Brand (“type” of degree, “kind” of program, PR/marketing); Size/time (students/faculty,
timelines, FT/PT, weekend); Curriculum/courses (content objectives, topics, obligations,
opportunities); Learning experiences (to develop capacities, competencies, connections or
integrations); Deliverables (academic and practice); Finances/tuition (including support
mechanisms); and Relationships (university and workplaces).
Identifying a means of better serving the larger community within which clergy
experience stress is a system problem. To address this kind of challenge, I propose to use
Interactive Planning Methodology, a systems and design methodology to discover a means of
effectively dealing with clergy stress. In this systems-design approach, knowledge will be
developed by stakeholders, i.e., clergy as well as others beyond the clergy circle who influence
and are influenced by the complexities of clergy life and by the stress responses of clergy. These
participants will be invited to participate as co-designers of an ideal educational experience to
help clergy to better navigate their stressful experiences. Specifically, this project will address
two research questions:
1) What information, behaviors, skills and reflections or understanding can help clergy
to manage effectively the compassionate stress which emerges as a result of
professional and personal obligations?
This question seeks to identify the elements, characteristics and properties that would
enable clergy to competently and effectively cope with stress in their professional and personal
responsibilities.
2) What is the ideal design for an education program that can support learning by clergy
such that compassionate distress would be prevented, reduced or navigated
effectively?
This question formulates the elements and properties identified in question one into a
formal and/or informal education program. The outcome of question two would be a prototypical
design for a management of compassionate distress program.
Approximately 13 years ago, Eriksson (2007) noted that more than 300 Interactive
Planning applications had been mentioned in the literature (e.g. Ackoff, 1981; Jackson, 2000).
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Since then, many more have been reported (Jackson, 2019). Interactive Planning (IP) is a
procedure that prescribes how to develop a new organizational social system based on the
premise that the current system is dysfunctional and subject to failure. Thus, the premise for the
current project is that the current education and experiences available to clergy do not adequately
function to help them cope with the stressors of their obligations, and without a systems-change
clergy will continue to fail in their efforts to cope. A system redesign should be conducted the
results of which should replace what now exists. Ackoff (1981) who created the IP process
described it as follows:
The objective of interactive planning is an effective pursuit of an idealized state.
The state is formulated as a design of that system with which the current system’s
stakeholders would replace it if they were free to do so. Such a system should be
technologically feasible and operationally viable, and it should provide the system
with an ability to learn and adapt quickly and effectively (p. 246).
Steps and Processes of Interactive Planning
The methodology that is proposed for this work is Interactive Planning (IP). According to
Ackoff (1999) objectivity is foundational. He maintains, “objectivity makes only value-full
judgments; it can be approached only by groups and individuals with diverse values, and not by
an individual investigator or decision-maker” (pp. 311-312). Therefore, stakeholders are vital to
a decision-making process in a social system. To further expound on Ackoff’s concept of
objectivity, he argues that both planning and design should depend on wide participation and
involvement, the basis of a clients’ desire for improvement, and stakeholders should plan for
themselves. He also reiterates that organizations should be viewed as social systems serving
themselves, their parts, and the wider systems of which they are a part (Jackson, 2003). Ackoff
puts forward that in interactive planning, interactivist planners, unlike reactivists who want to
hold onto the past, are those who seek to design a desirable future, invent ways of realizing it,
and also embrace the future being affected now. The process steps of interactive planning are
presented in Figure 3.1.
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Figure 3.1 Process Steps of Interactive Design

Interactive Design Process

PrepWork
Design for
managing the
design process
and allocating
resources.
Introduction to
systems/design
thinking.
Stakeholder
Analysis.

Stakeholder
selection via
impact
evaluation
process.

Design
Specifications

Idealized Design

Stakeholder
brain storming
stating their
aspirations

Design Process

Properties
Specifying
attributes that
stakeholders
would like to
endow the
system

Design of ideal
present
Iterative Process of
stakeholders
deciding mission,
functions, processes
and structure of the
system to produce
the outputs to
accomplish the
mission

Stakeholder Focus
Groups
Stakeholder
perceptions, opinions,
beliefs, and attitudes
towards the new
design
Verification,
Validation & Gap
Analysis
Assurance that the
design meets the
needs of stakeholders,
dissolves (removes)
the problem

Pilot Study
A learning
experience for the
whole organization
to see how the
design could be
adopted and
improved

Proof of Concept
To demonstrate
feasibility (viability)
of the design

Execution
(Rollout)
The unveiling
of the new
design
Scalability

The ability to
function in
different
environments
and to be
readily
adjusted to
do so

The preparation work is the design for carrying out the process including identification
of the resources and determining who the stakeholders should be. The stakeholders will be drawn
from multiple organizations and will have a strong interest in the wellbeing of clergy. To ensure
diversity and to enable collection of a broad and creative set of ideas, with varying experiences,
backgrounds, ages, genders, and expertise will be invited to participate. These include seminary
faculty and students, pastors who have been in ministry ranging from 3 to over 25 years, board
members and managers, local and distant young and senior congregants, secondary and higher
education faculty and colleagues, spouses and children of pastors, church administrators, and
city, state, health, legal and religious professionals.
The design specifications are the properties collected via a brainstorming process
facilitated by a process consultant among the stakeholders. These elements are aspirations
desired for an ideal system which in this project is an ideal educational experience to navigate
clergy stress. The idealized design is the process of creating and identifying the characteristics
of the educational system including the vision, functions, processes, and structures and
governance that will enable the desired outcomes to emerge and will avoid or eliminate the
current situation, i.e., clergy stress. The remaining three process steps, focus groups, pilot study,
and roll-out are not part of this dissertation. A schematic of interactive planning is presented in
Figure 3.2.
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Interactive Strategic Planning
Preparation & Orientation

Situation Awareness

Gap Analysis

Means
Planning

Resource
Planning

Situation Awareness/
Current Reality Report

Interactive Design

Design of
Implementation

Continual
Evaluation

Design of
Controls

Strategic Plan:
Vision and Mission
Objectives and Goals
Strategies
Costs
Implementation and
Responsibilities
Funding Sources

Pilot Study / Proof of Concept: A learning experience for the whole
organization to see how the design can be adopted and approved/to
determine feasibility (viability) of the design
Implementation / Roll out: The unveiling of the new design / Scalability –
the ability to function in different contexts and be readily adjusted to do so

Figure 3.2. Interactive Planning Schematic

The preparation and orientation refer to the logistics and the communication process
provided to the stakeholders who participate. The details are provided below. The situation
awareness refers to the understanding of the current state of clergy stress. This was gathered and
presented in Chapter 2 Literature Review which may also be referred to as the current reality
report. The interactive design and strategic plan refer to the design to address clergy stress that
emerges from the processes described in Figure 3. A summary is presented in Table 3.1.
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Table 3.1 Summary of Steps of Interactive Planning and Idealized Design
FUNCTION
A.1.Preparation

A.2.Pre-Meeting
Communications

B.1.Orientation to
Design Activities

B.2.Design
Specifications
Vision/Mission, and
Specifications

PURPOSE

RESOURCES

NOTES

Formation of Project
Team (Researcher,
Facilitator, Scribes &
Program Chair);
confirm meeting dates
Email Meeting Schedule
& Overview of
Interactive Planning to
stakeholders as
background information

Researcher & Facilitator

Voluntary assignments

Drafted by Researcher
and Facilitator; emailed
to Stakeholders by
Researcher

Maintain attendance
commitment list (some
stakeholders might not
be able to commit to
assigned date)

Introduce Systems and
Design Thinking and
Planning Methodology
to stakeholders/Ackoff
Video
Brainstorming and
generation of ideas

Facilitator & Program
Chair

Facilitated workshop

Facilitator &
Stakeholders

Stakeholders decide the
vision/mission and
properties for ideal
Clergy Management of
Compassionate Distress
Program in a facilitated
workshop

Assignment to Groups
Upon acceptance to participate, stakeholders will be assigned to one of five groups which
will meet online via Zoom. Assignment to a group will be based on the following criteria and
will create no more than 10 people per group.
Steps of Idealized Design
1. Participants and facilitators will each provide a brief introduction.
2. An overview of Idealized Design and Interactive Planning, and the objectives of the
project will be presented.
3. All participants will watch a video (35 minutes) about the history, process, and value of
idealized design. The video is presented by Dr. Russell L. Ackoff who created the
methodology based on his experiences at Bell Laboratories in the 1950s. The participants
will review the agenda which indicates that discussions will cover five topic areas:
purpose/mission, function, process, governing structure and, resource opportunities.
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4. A scribe may be identified for the purpose of writing/typing the ideas generated by
the participants so they can be seen and read on the Zoom screen as they are collected.
5. Upon completion of the discussions, the participants will be thanked, and the session
will end.
Stakeholder Characteristics
According to ISO 26000 the international standard providing guidance on social
responsibility defines a stakeholder as an "individual or group that has an interest in any decision
or activity of an organization” (ASQ, 2020). For this project, fifty individual stakeholders will be
invited to participate in a set of workshops, the purpose of which will be to design an ideal
experience in which clergy will be more effectively able to cope with the stressors of ministry.
The rationale for the use of stakeholders is to enable the participants to bring their values
ideas and interest together to design the desired future that will help clergy more effectively cope
with the stressors of ministry. Stakeholders actively participate in the planning process, promote
objectivity, and realize the role they can take in the organization (Ackoff, 1981, 1999b). A
stakeholder approach to design means involvement consists of a great number of persons vested
in the system (Pourdehnad & Hebb, 2002) who plan for themselves rather than rely on what
others plan for them. This process generates more effective, impactful, and sustainable outcomes.
Stakeholders will be drawn from multiple organizations and will have a strong interest in
the wellbeing of clergy. To ensure diversity and to enable collection of a broad and creative set
of ideas, with varying experiences, backgrounds, ages, genders, and expertise will be invited to
participate. These include seminary faculty and students, pastors who have been in ministry
ranging from 3 to over 25 years, board members and managers, local and distant young and
senior congregants, secondary and higher education faculty and colleagues, spouses and children
of pastors, church administrators, and health, legal and religious professionals.
These individuals will be selected based upon their diverse values. With the support of a
skilled facilitator grounded in the context of the project, equipped to challenge conventional
ways of thinking, and amenable to innovative approaches, the facilitator will help the
participants to engage in uninhibited communications, conjunctive collaboration and
understanding of creating the project. In this way, systems thinking will empower the
stakeholders to develop various strategies that will help clergy enhance their ability to quickly
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recover from stress. This methodology will generate new practices, which will help clergy to
effectively carry out their professional responsibilities.
Facilitator Characteristics
The characteristics and proficiencies required for effective facilitation of idealize design
and interactive planning programs have been described by Davidz and Rhodes (2005) and by
Tull (2020). Individual characteristics for systems thinking facilitators described by Tull (2020)
are presented in Figure 3.3 and include tolerance for ambiguity, analytical ability, ability to
navigate complexity, asking the right questions, possessing strong communication and
interpersonal skills, openness and curiosity. To put systems thinking into action, the facilitator
must have the capacity to endure with uncertainty, considering systems are unpredictable, can
change over time, and may appear to be disorderly. In addition, possessing analytical ability to
define problems, mess formulations, as well as gathering data is also a necessary trait.
Moreover, navigating complexity and being able to ask the right questions, are yet additional
qualities facilitators should have to negotiate and execute decisions to support an innovation.
Still further, strong communications and interpersonal skills are necessary when working with
others, to gather facts that have been provided as well as understand the system. Finally,
facilitators should carry the traits of openness and curiosity. These characteristics push them to
become more proficient in the development of systems thinking. For the proposed workshops,
the co-facilitators will be Dr. Pamela Tull and Dr. Jason Magidson supported by this author as
secondary facilitator.

53

Figure 3.3 Process Consultant Proficiency

Tull (2020) adds that facilitators of idealized designs must have a coaching mindset
because this allows the facilitator to engage and support stakeholders in the design activities with
curiosity, and a restraint from imposing one’s own bias and opinions during the creative process.
Data Collection
Inviting, Recruiting and Video recording Stakeholders
An emailed invitation to participate in a workshop that is intended to support the
development, education and practice of clergy (Appendix A) was sent to the stakeholders. As
this project is being conducted during the COVID-19 distancing controls imposed by the
Governor of Pennsylvania, meetings were conducted entirely via technology-mediated channels;
there was no face-to-face (f2f) interactions among participants. The invitations to stakeholders
were sent approximately 6 weeks before scheduled meetings. In addition, all stakeholders were
sent a video recording release form (Appendix B) the purpose of which was to enable review of
the content after each session.
Technology and Support
Approximately 24 – 48 hours before the assigned day and time for the meeting, all
stakeholders who agree to participate will be sent a web link that will enable each to participate
in an online meeting using the technology platform established by Zoom Video
Communications, Inc. (Zoom). Zoom is a communications technology company that
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provides video, telephone, and online chat services through a cloud-based peer-to-peer software
platform and can be used for teleconferencing, telecommuting, distance education, and social
relations (Lorenz, Griffith & Isaac, 2020).
As a technology support channel, Zoom enables each stakeholder and the facilitators to
be seen by everyone in real time and to speak as intended during the process activities of the
meeting. As Zoom also has the capability to video-record the session and as all participants will
have agreed in advance to be recorded, there will be an opportunity for transcription of all
conversations, review of all written comments and activities shared during the sessions, and a
video record of non-verbal responses during the sessions. Technology support during the Zoom
interactions will be provided by the researcher and Dr. Darshi Mody.
The researcher is also proposing to use Survey Monkey as the chosen tool for surveys
during this project. Survey Monkey is an inexpensive and valuable online survey software that is
used to develop and distribute online surveys easily, quickly, professionally and, affordably. Out
of the survey population, the researcher anticipates 35% of the stakeholders (50) will respond to
survey questions. A second tool proposed for this project is a recorder. In each group, a recorder
will write notes taken from the group discussions, first-hand group observations, along with
findings or answers. The data gathered, suggestions, feedback, criticism, and opinions from the
stakeholders will help to design an intervention for clergy. Nvivo, the proposed data analysis
software, will be used to examine relationships, patterns, trends, differences between groups, and
correlations that are in the responses, both quantitatively and quantitatively.
Limitations
Nvivo is a reliable data collection instrument. However, limitations on the data could
arise internally due to the size of the subject population. Although fifty stakeholders are
proposed to participate in the study, the researcher estimates approximately 35% of the group
will respond. A larger population would minimize biases. Likewise, limitations could occur
externally with the effect of the research environment, ZOOM. There is the probability that
technological problems could arise, such as stakeholders having internet challenges, or ZOOM
experiencing high-volume and unable to facilitate the scheduled meetings. Also, another
limitation to consider is availability of time, as it relates to the personal schedules of the
stakeholders.

55

The researchers’ bias of how the clergy intervention should be designed considering,
she too is clergy, and possesses a high skill-set in creating programs could be a limitation. She
will intentionally be in-tune with her behavior and non-verbal communications, as well as be
accountable to one person in each group to manage this possible constraint.
Ethical Consideration
There are no ethical issues impacting the researcher. The information gathered from the
surveys and videoed from ZOOM will be kept secure by password protection and data encryption.
The IRB (Institutional Review Board) process is located at Thomas Jefferson University, and is proposed
for this project, as the University is committed to protecting the welfare and rights of human subjects.

Institutional Review Board (IRB)
The complete Interactive Planning/Idealized Design methodology and all written
questions completed by participants were approved by the Thomas Jefferson University IRB on
April 15, 2021.
Summary
Ackoff (1981), noted,
A good deal of the corporate planning I have observed is like a ritual rain dance;
it has no effect on the weather that follows, but those who engage in it think it does.
Moreover, it seems to me that much of the advice and instruction related to corporate
planning is directed at improving the dancing, not the weather (p. ix).
To modify the researcher’s assumption about how to manage and cope with clergy
stressors (improving the person and not the system), the methodology of idealized design will be
used with interactive planning in this proposed project. Inviting stakeholders to participate in
developing an experience or education program to help clergy effectively manage the stressors of
ministry, through an ideal organized intervention program, could indeed change not only the
researcher’s view on this matter, but could also have the probability of making a significant
change in how clergy manage and cope with compassion fatigue and distress responses.
Engaging in interactive planning will afford the stakeholders opportunities to give voice to their
values and ideas, promote creativity, and, reveal constraints as they share power in the proposed
work. The opportunity to make clergy more aware of stressors and to offer them resources that
have yet to be considered, has the potential for clergy to channel negative experiences into
something more positive, thereby, reducing the stress in their professional and personal lives.
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CHAPTER 4
RESULTS
Selection and Participation of Stakeholders
An invitation to attend the design workshop was emailed on May 4, 2021 to 50 people
previously identified (Chapter 3) as stakeholders of this project. Of these, 11 were selected based
on events the researcher VA attended in past and in virtual settings. Thirty-nine people were
identified by leadership at Missio Seminary, PULPIT (Program for Urban Leaders and Pastors in
Transition), representatives of the Philadelphia Baptist Association, and by other stakeholders.
Pre-Workshop Written Survey
An 8-item pre-workshop survey (Appendix A) was constructed and emailed to the 50member stakeholder group from which 48 responses (96%) were received. The survey contained
two sections: The demographic items (Questions 1-4) were four forced-choice and open-ended
questions regarding participants’ age, gender, ethnicity, and occupation. The relationships and
perceptions section (Questions 5-8) concerned urban pastors and stress. These items used an
interval scale response format ranging from 0 = not at all, 1 = very low to 7 = very high. Each
item was followed by a request for an explanation of “why” in an open-ended response format.
Demographics
Responses to the four demographic questions are presented below. All items received
responses from 48 people.
Q 1. What is your age?
Participants selected from among six adult age groupings that ranged from 18-24 years to
65+ years. Results (Table 4.1) showed that participants were skewed toward higher ages which
produced a mean age of 53.7 years. Fourteen participants were 65+ years or older, 18 were 5564 years, 9 were 45-54 years and 5 were aged 35-44 years. Only 2 participants were 34 years or
younger.
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Table 4.1 Q 1: What is your age?
AGE RANGE

RESPONSES

%

18-24 years
25-34 years
35-44 years
45-54 years
55-64 years
65+ years

1
1
5
9
18
14

2.08%
2.08%
10.42%
18.75%
37.50%
29.17%

Q 2. What is your gender identity?
Gender identity response categories were Male, Female, Other, and Prefer Not to Say.
The results (Figure 4.1) indicated that of the 48 respondents, 29 people (60.42%) self-identified
as female and 19 people (39.58%) self-identified as male.

Gender Identity

39.58%
60.42%

Male
Female

Figure 4.1 Q 2: What is your gender Identity?

Q 3. What is your ethnic identity?
Ethnic identify was offered in 7 categories: White or Caucasian, Black or African
American, Hispanic or Latino, Asian or Asian American, American Indian or Alaska Native, and
Native Hawaiian or Pacific Islander. (Figure 4.2) indicated 1 response for White or Caucasian, 1
response for Asian or Asian American, and 46 responses (95.83%) for Black or African. Ethnic
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identities not represented among the survey participants included Hispanic or Latino, American
Indian or Alaska Native, and Native Hawaii or Pacific Islander.

CAUCASIAN

2.08%

2.08%

95.83%

ETHNIC IDENTITY

ASIAN-AMERICAN

AFRICANAMERICAN

Figure 4.2. Q 3: What is your ethnic identity?

Q 4. What is your occupation?
This question was presented in open-ended response format which produced responses in
10 industry categories (an 11th group of 5 responses were vague so they were listed as “other”)
presented in Table 4.2. In addition to clergy (n=7), educational (n=7) and medical and social
healthcare (n=10) occupations, the participants reported they worked in financial services (n=7),
general business (n=4) and in Christian social activism (n=2).
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INDUSTRY

Medical & Social
Healthcare

Education/Nonprofit

Clergy & Clergy
Administrative Support
Financial Services

Business &
Administration
Government
Christian Activists
Industrial Environment
Creative Arts
Technology
Other

PROFESSION

TOTAL

PERCENT

10

20.83%

7

14.58%

7

14.58%

7

14.58%

4

8.33%

3

4.17%

2

4.17%

1
1
1
5

2.08%
2.08%
2.08%
10.41%

Grief Coach (1)
Nurse (2)
Therapist (1)
Life Coach (2)
Caregiver (1)
Social Worker (1)
Spiritual Director (1)
Medical Social Worker (1)
Campus Safety Officer (2)
Non-Profit Exec. Director (1)
College Administrator (2)
Retired Teacher (1)
University Admin (1)
Pastor (5)
Bishop (1)
Associate Minister (1)
Insurance (1)
Cyber Security (2)
Banker (1)
Business Owner (1)
Security Guard (1)
Business Analyst (1)
Employee Relations Consultant (1)
Type Unknown (2)
Retired Administrator (1)
Legal Assistant (1)
Government Worker (1)
Postal Manager (1)
Public Theologian (1)
Civil/Human Rights (1)
Lead Boiler Operator (1)
Musician (1)
COMCAST Manager (1)
Unemployed (1)
Retired (4)

n = 48
Table 4.2 Q 4: What is your occupation?

Relationships and Perceptions
Responses to the four questions asking about relationships to clergy and perceptions of
clergy stress are presented below. All items received 48 responses.
Q 5. What is your relationship with urban pastors/clergy?
This question was presented in an open-ended response format which generated three
categories of responses: 1) role relationships, 2) social relationships, and 3) other presented in
Table 4.3. The data revealed that, 41 people (85.42%) responded according to the direct roles
they have with clergy, 2 people (4.17%) described the social relationships they encounter with
clergy, and 5 people (10.42%) misunderstood the question.
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The role relationships (n = 41) included clergy/ministers, administrators, employee,
chairman of deacons, spouses, deacons, clergy trainers/developers, ministry support,
congregants, colleagues and a relative. The social relationships (n = 2) were described as
respectful and excellent. In the other category (n = 5), participants described their relationship
with urban pastors/clergy as none, not applicable, and as a supporter of the project.

RELATIONSHIPS WITH URBAN PASTORS/CLERGY
ROLE

SOCIAL

OTHER

Clergy/Minister (15)

Respectful (1)

None (3)

Administration (2)

Excellent (1)

N/A (1)
“I’m in full support of Rev.
Andrew’s program of study.”

Employee (1)
Chair of Deacons (1)
Clergy Spouse (2)
Deacon (2)
Clergy Trainer/Developer (3)
Ministry Support (1)
Congregant (1)
Colleague (12)
Relative (1)
n = 41

n=2

n=5

Table 4.3 Q5: What is your relationship with urban pastors/clergy?

Q 6. To what degree do you believe that stress is a problem for clergy?
This question used an interval scale response format ranging from 0 = not at all, 1 = very
low to 7 = very high. As presented in Table 4.4, one person (2.08%) responded “0, not at all,” 2
people (4.17%) responded “4, neither high nor low” and 5 people (10.42%) responded “5,
somewhat high.” Eleven participants (22.92%) responded “6, high” and 29 people (60.42%)
responded “7, very high.” The mean rating for perceived clergy stress was 6.31.
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DEGREE OF STRESS AS A PROBLEM
DEGREE

TOTAL RESPONSES

PERCENTAGE

(0) Not at all

1

2.08%

(4) Neither high or low

2

4.17%

(5) Somewhat high

5

10.42%

(6) High

11

22.92%

(7) Very high

29

60.42”

n=48

Mean=6.31

Table 4.4 Q6: To what degree do you believe stress is a problem?

The question was followed by a request for an explanation of “why” in an open-ended
response format. Of the 48participants, 41 (85.42%) offered an explanation. Seven themes
emerged from the analysis of the data: responsibilities of pastors (n = 9); expectations and the
humanness of pastors (n = 9); weight of ministry (n = 7); work-life balance (n = 6); lack of
clergy self-care (n = 5); limited resources with no one to turn to (n = 3); and, other (n = 2) which
represented participants who misunderstood the question. Of the seven themes identified from
the survey, clergy responsibilities, expectations and the humanness of pastors, and the weight of
ministry were the top three issues (see Table 4.5).

THEMES

NUMBER OF
RESPONSES
9

PERCENTAGES OF
RESPONSES
21.95%

Expectations & Humanness
of Pastors
Weight of Ministry

9

21.95%

7

17.07%

Life Balance of Clergy

6

14.63%

Lack of Clergy Self-care

5

12.2%

Limited resources with no
one to turn to for Clergy
Other

3

7.32%

2

4.88%

Clergy Responsibilities

Table 4.5 Q6: Why do you believe that stress is a problem for clergy?
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Q 7. To what degree do you believe it would be valuable to offer skills to clergy on how
to effectively manage and cope with the stress in their lives?
This question used an interval scale response format ranging from 0 = not at all, 1 = very
low to 7 = very high. Of the 48 respondents the question produced 48 entries. As presented in
Table 4.6, one person (2.08%) responded “1, very low,” 2 people (4.17%) responded “5,
somewhat high,” 5 people (10.42%) responded “6”, high” and 40 people (83.33%) responded “7,
very high”. The mean score for this question was 6.71.
DEGREE

TOTAL RESPONSES

PERCENTAGE

(1) Very low

1

2.08%

(5) Somewhat high

2

4.17%

(6) High

5

10.42%

(7) Very high

40

83.33%

n=48

Mean=6.71

Table 4.6 Q7: To what degree do you believe it would be valuable to offer skills to clergy on how to effectively manage and cope
with stress in their lives?

In an open-ended response format, an explanation of “why” participants believed “it
would be valuable to offer skills to clergy on how to effectively manage and cope with the stress
in their lives” was asked. Thirty-eight people (79.17%) offered an explanation. The four most
common explanations (Figure 4.3) included to improve clergy wellness (n = 13), e.g., physical,
mental, emotional, and spiritual; to improve stress management skills (n = 11); to increase
effective leadership and ministry (n = 8); and to increase clergy resources (n = 4). Two responses
that misunderstood the question were coded “other.”
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Other
5% (n=2)

FOCUS AREAS

Clergy Resources
11% (n=4)

Effective Leadership
& Ministry
21% (n=8)

Clergy Wellness
34% (n=13)

Stress Skills
29% (n=11)

Clergy Wellness

Stress Skills

Effective Leadership & Ministry

Clergy Resources

Other

Figure 4.3 Q 7: Why do you believe it would be valuable to offer skills to clergy on how to effectively manage and cope with
stress in their lives?

Q 8. Rate the likelihood you believe a program for stress management should be
available for clergy.
This question used an interval scale response format ranging from 0 = not at all, 1 = very
low to 7 = very high. One person (2.08%) responded “1, very low,” 1 person (2.08%) responded
“2, somewhat low,” 2 people (4.17%) responded “5, somewhat high,” 3 people (6.25%)
responded “6, high” and 41 people (85.42%) responded “7, very high.” The mean score for this
question was 6.67.

RATING

TOTAL RESPONSES

PERCENTAGE

(1) Very low

1

2.08%

(2) Somewhat low

1

2.08%

(5) Somewhat high

2

4.17%

(6) High

3

6.25%

(7) Very high

41

85.42%

n=48

Mean=6.67

Table 4.7 Q8: Rate the likelihood you believe a program for stress management should be available for clergy.
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The question was followed by a request for an explanation of “why” in an open-ended
response format. Eight themes emerged which included program necessity (n = 19), effective
ministry (n = 4), clergy wellness (n = 4), limited resources (n = 3), life balance (n = 3), clergy
self-awareness (n = 1), community (n = 1) and humanness (n = 1). The category of other (n =2)
reflects misunderstanding the question.

THEME

TOTAL

PERCENTAGE

Program necessity

1

50%

9

Effective ministry

4

10.53%

Clergy wellness

4

10.53%

Limited resources

3

7.89%

Life balance

3

7.89%

Clergy selfawareness

1

2.63%

GENERAL
COMMENTS
Clergy deal with a lot
of stress; the effect that
stress causes pastors;
why not (2); absolutely
be available (3); highly
recommended; the need
is now; quality bound
based in research; it’s
needed (5); clergy
should have a program;
vastly needed; yes; it
would be helpful; need
a place to get refreshed;
Effectiveness in
ministry; effective
ministry to others;
impact and
effectiveness; effective
clergy and ultimately
the Kingdom of God
More positive energy;
improved health;
pastors need to
experience managed
stress to move forward
healthy; rest, joy, and
hope
Clergy lack the skills;
accessible and
meaningful resources;
tools to work with
Keeping them in
balance; guidelines and
boundaries (2)
Ministers do not realize
they have stress
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Community

1

2.63%

Humanness

1

2.63%

Other

2

5.26%

Clergy have too few
trusted resources who
can make a difference
They are human
You must deal with the
plank in your own eyes
before you can deal
with the splinter in
anyone else’s; our
world is filled with
stress and crises of
every kind

n = 38
Table 4.8 Q 8: Why is there the likelihood you believe a program for stress management should be available for clergy?

Participants in the IP/ID workshop
Of the 48 stakeholders identified in this project, 32 (67%) participated in the Interactive
Planning/Idealized Design Workshop on Saturday, July 10, 2021. The participants were placed
into three groups each guided by one facilitator to generate properties for an “ideal educational
experience or program that would effectively manage urban pastor stress.” A total of 243
properties were collected. Facilitator P.T. had 11 people and generated a total of 91 properties.
Facilitator T.G. had 11 people and generated 74 properties, and facilitator J.M had 10 people,
and generated 78 properties. Properties were summarized in 6 alignment categories.
Property Alignment Categories
In each breakout room, facilitators invited the stakeholders to focus on six properties and
to discuss them in the group setting. Each facilitator listed the properties using the white board in
the Zoom platform. The first property was mission/vision which sought to identify the purpose of
the ideal experience or program to address clergy stress Table 4.9 displays the 49 properties
generated by the stakeholders across the three groups.
Table 4.9 Mission/Vision Properties

1. Foster skills in MANAGING compassion stress.
2. Learn how to "compartmentalize" stress in personally healthy and ministerial
effective ways.
3. Equipping pastors with resources to manage compassion stress
4. Stakeholders: anyone whose field of occupation or ministry involves them in
"compassion outlays" such that "compassion fatigue" is a likely factor/danger
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5. Help pastors see the need for compassion stress
6. Clergy program is one designed to equip leaders with tools that aid in identifying,
addressing, and mitigating stress in their lives, and in the lives of their families and
church members
7. Identify and address compassion fatigue in pastors for spiritual and professional
renewal
8. Help pastors to identify stressors related to the service of others
9. Identify the ways stress interferes with the care of parishioners and how it interferes
with the delivering of strategies that reflect the mind, body and spirit of Christ
10. The program will contain tools that pastors can use on an individual level that can
be carried over to all entities of the church body, internally and to the community
where the church lives
11. ??to the entire body of the church-officers,
12. Assist pastors with making a difference in managing compassion stress. To aid in
creating an environment of optimism and happiness instead of ???
13. The Compassion Stress Program provides pastors with the personal, organizational
skills, knowledge and resources necessary to care for themselves, their
congregations and its associated communities based on a clearly communicated
vision
14. To support our clergy and prevent
15. Prevent clergy burnout; preserve pastoral compassion to the benefit of those served
16. Due to the high privacy nature of the job, there needs to be an outlet for full
transparency
17. To reduce the pastor's stress. Assure the care of those in need level
18. To assist with overcoming stress
19. To ensure everyone has clarity of mission
20. Educating and training clergy how to deal with real life stresses encountered in
ministry. Matthew 12: 28-29
21. This exist because many pastors are feeling burned out and stressed. There is so
much confusion today. When this occurs the flock is not being fed and the
community suffers. The purpose is to ease the stress levels
22. To provide supports to help pastors deal with stress
23. It should assist in helping to relieve daily stress from the Pastor
24. To provide mechanisms for clergy to implement to ensure positive mental and
spiritual health
25. To help clergy with setting boundaries between their personal lives and their
ministry
26. To help manage stress
27. Preserve the availability and capacity of pastoral ministry
28. Maintain the resilience and commitment of pastors
29. Coping with real life stresses encountered in the pastoral ministry
30. Ensure the integrity and unity of care
31. Effectively resource the grace of God for preserving ministry
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32. Creating a safe place to release
33. Provide support and resources
34. Due to the privacy of the career/calling a place is needed as an outlet to be fully
transparent
35. Consider combining the resources of various churches to address the insufficiency
of resources issue
36. Break the myth of how to pastor/traditional role and behavior
37. Ensure the church includes persons with strong organizational skills to relieve the
pastor who may not have the time or skill set to manage those tasks
38. Educate the congregation
39. Create informal groups that will help pastors to open up with each other
40. Environmental issues (crime, etc.…) are major concerns for stress and sometimes
get in the way of effectiveness
41. Teaching clergy how to say "No" at appropriate times
42. Developing a program that helps pastors/ministers to model self-restorative
practices for mental wellness and longevity
43. Stakeholders: pastors, ministers, leadership, Deacons, congregation, community, all
clergy
44. Create a culture where there is less dependence on one central figure
45. Our mission is to design, develop and deliver programs and a suite of serves to ease
the load and elevate productivity and ensure…
46. Eliminate the stigma of expressing the full humanity of the leaders
(pastors/ministers/deacons/deaconess) for better mental wellness
47. Lighten the load on the pastor, etc. by engaging the congregation
48. Vision: to promote healthy leadership that is equipped for sustained ministry that
positively impacts individuals, families and communities
49. Vision ideas-sustain the energy and passion of the pastor, etc. and have them not get
burned out
The second property that was discussed was the ideal value proposition for the
experience or program of managing urban clergy stress. This property is a statement that
specifies why a patron should use a service or buy a product. The stakeholders shared their
respective ideas as to why a cleric would consent to using a compassionate stress program. Table
4.10 reveals the shared ideas that generated a total of 44 properties.
Table 4.10 Value Proposition Properties 1

1.
2.
3.
4.

Allows you to identify own stress triggers
Becoming more productive with less stress
Ensure that you are not alone
Participating in "this" (whatever "this" ends up being) makes me better at extending
compassion, while increasing/preserving/sustaining my "compassion reserve" in a
healthy way
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5. Create a safe space for pastors to freely share
6. Be re-energized and reconnect with empathy for the work
7. Value=would apply to pastors in small, medium, large and mega churches in urban
and rural communities beginning in US and maybe global. Would allow a pastor to
leverage their collective compassion to impact their village
8. No judgment zone
9. Grant access to tools and literature that identifies stress signs and aids in addressing,
mitigating, and sharing stress experience with others
10. The Compassion Stress Program would empower and encourage pastors to
reimagine and implement what it means (to them) to be in true relationship with the
Triune God, Church and Community to move forth with a shared vision of reality
11. Self-care event if it requires treatment for trauma
12. Effectiveness and impact is maintained
13. The Church is able to represent the grace and means of God
14. When we have emotionally healthy pastors, we have better communities even
outside the church
15. Maintain a healthy and balanced pastor and church community
16. The Kingdom cause is advanced
17. Healthy pastor healthy congregation (Exodus 15) Moses and Jethro
18. Mental and spiritually healthy pastors effect local and wider community
effectiveness
19. Positive mental health
20. Understand boundaries
21. Creating a caring and transparent culture which benefits both the Pastor and the
community
22. Without resting in the Lord we begin to start relying on self
23. Wholeness to church community and outside the church
24. When the pastor connects with the community, the community thrives and may have
a closer commitment to God
25. Effectiveness
26. The church is further appreciated for its contribution to community life
27. Pastors also need support systems from within
28. Understanding their calling
29. Problems our solution needs to solve: burnout, depression, economic concerns,
loneliness, health, marriage and family, substance abuse, boundaries, community
surroundings, maladaptive coping skills
30. Create an environment where 80/20 is a thing of the past and where the entire
congregation engages in the ministry work
31. Self-care Saturday, self-care for the mind, body, and soul. Bounce ideas off each
other; release stuff going through; encourage each other; uplift each other, safe place
32. Create opportunities for clergy to be transparent, and to be supportive
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33. Loneliness
34. Healthy congregations utilizes the gifts of others which assists the pastor and
leadership
35. Hear from someone who has been through it before
36. Being a leader does not mean all ideas have to come from you, can come from any
part
37. Find a way to disconnect (technology)
38. Create healthy boundaries. Clergy is human. Not 24 hours. Has to be a new
education. Historically, pastor has been a replica of God, but are human beings.
Don't put on pedestal
39. Have a strong leadership so the pastor doesn't feel they have to do everything.
Intercede on a lot of things to relieve some of the pressure so pastor doesn't feel has
to take care of everything that comes up. Re-educate church/one body
40. Vision-create an environment where burnout is no longer an option
41. The leader is the guide, can't do it alone
42. Need to release some of our responsibilities to others who can do; shared
responsibilities is important
43. Value proposition of our solution needs to recognize that the pastors are human, and
they have limitations and need help, so the solution should focus on supporting them
44. We are a Christian organization that supports pastors by helping them navigate the
issues that come with church leadership. We offer training, support, and counseling.
We are equipped to provide this specific kind of aid because we have…???
The third property in the group discussion was the functions/outputs. This property
identified the ideal commodities or resources or services produced in a period of time regardless
if used for additional production by those who participated in the ideal experience or program of
managing clergy stress. Facilitator PT suggested the following meanings to prompt the
stakeholders:
Outputs/Resources: 1. Tools that pastors can use to do a self-evaluation of their
individual stress level. 2. Tools that their closest associates can use on how that stress is
showing up in the pastor's interactions with them or perceived interactions with others. 3.
Methodologies to address the internal stress and how that stress shows up in the church.
4. A "Stress" Coach that is a trusted person who can provide resources online and live to
the pastor.
Table 4.11 revealed 55 properties generated in the group discussions.
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Table 4.11. Functions/Output Properties

1.
2.
3.
4.
5.
6.

Tools and techniques for long term stress management
The pastor become advocates for stress best practices
Online sessions/resources/support groups
Literature-tools resources to aid leaders in identifying stress and stress experiences
Accountability partner/mentor to help with coping w/stress
Either-or perhaps both? -a set of tools (could be in a "set it or forget it" format; e.g.,
like a website or web tool) that takes a pastor through their own place some coping
mechanisms, triage devices; -could be a mentoring program-by an individual or
group of seasoned/veteran pastors accustomed to and skills in coping in healthy
ways with stresses, common or acute

7. Teach other to fish for themselves
8. Resource hub
9. Access to ministers
10. Mentors
11. Train and equip others
12. Better leadership
13. Avenues to sharing duties and responsibilities
14. Alleviate stress of control/not having the need to control
15. Healthy perspective on how to manage stress
16. Equip others-delegate responsibilities to others
17. Reality check
18. Value self-care, schedule appointments, dietary matters…dealing with personal self
19. Personal confidant
20. Personal growth
21. p2p networking
22. manage emotions
23. Create network of support
24. Organizational planning
25. Individualized consultation and counseling
26. Workshops, conferences
27. Create a committee which is permanent to support the pastor which meets at the
pastor's discretion
28. Seminars and conferences
29. Respite and sabbatical leave
30. Support groups
31. Provide a support group or team that is looking out for the concerns of the pastor
and the community they are serving
32. Therapy sessions
33. Perhaps provide a life coach for the Pastor
34. Pastoral seminars offered broken down into specific topics on monthly basis
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35. Places to retreat
36. Places to retreat from rest and relaxation; 24 hour support phone line
37. Peer support group
38. Ways to communicate the learning could include: seminars, video conferences, large
and small group interactions, readings, clergy collegial groups and retreats,
relaxation technique classes, counseling one on one or group and 24 hour pastor hot
line
39. Multi-pastor and minister support groups for sharing and accountability (we're
talking about have a safe place)
40. Individual and group coaching and workshops
41. Online informal groups to release their selves
42. Profession counseling/therapy
43. Church leaders’ networking groups: Counseling, Coaching, Mentoring, Technology
Training
44. Many single pastors, accountability partner, so that they are not in a position to fall.
Someone can hold them accountable if there was a safe place that they can actually
feel comfortable enough to open up about it
45. It is vital to develop a healthy community-church relationship. The congregation can
develop a good network so if crisis, that congregation is not alone, can get help, not
stay in silos
46. Ministerial staff aid committees - make sure they are provided with certain things or
accommodations
47. Some pastors/ministers could be sponsors for others (akin to recovery model), could
use serenity prayer to help us remember
48. Educate our community that we are all in this together and there for a positive
outcome; they have an expectation of the pastor that was the tradition, so need a reeducation
49. Leadership across the board, training in the church on leadership training; how to
lead on effectively so pastor doesn't burn out
50. As a retired officer, I am utilized by several congregations to help with community
issues
51. Retreat space - individual or group; facilitated or alone
52. Re-designing the definitions of church leaders
53. Local church working with other churches in the community, can be a powerful
example of what could happen
54. Access to trained Christian therapist
55. A website where resources can be listed address needs
The fourth category were the ideal processes that would support the functions and meet
the mission and vision. This property consisted of a sequence of actions steps to be taken in an
effort to achieve a specific end. Each group examined the steps to be taken to arrive at the
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expected end of a clergy stress educational program. Table 4.12 presents 32 properties created in
the breakout groups.
Table 4.12. Process Properties 1

1. Early steps: -"Reality check" -am I in danger (e.g., of burnout) perhaps without
knowing it? -Do I know my "triggers?" -Do I discern when/how I am dealing with
(compassion stress) in a healthy way and when I am not?
2. Mid-steps: -Coping Mechanisms; -Recuperation mechanisms; -"Redirect"
mechanisms? -"Off load" or "I need first to shepherd-the-shepherd process?
3. 1. Self-Assessment. 2. Reality Check & Feedback on what the pastor's compassionate
stress looks like and how it is impacting him/her mind, body, and soul 3. Definition of
internal stressors and external stressors 4. Self-care plan 5. Pastor's plan for execution
6. Evaluation plan
4. There may be ways or reorganizing "how I conduct the pastorate" and/or "how I do
ministry" in general. BUT- there is also such a thing as "acute stress" - UNIQUE TO
PASTORS; e.g., nobody but the pastor can be the shepherd conducting funerals and
caring for families through death(S)! or beloved, cherished family members. Through
Covid: that number could be in the dozens...hundreds[?]
5. 360 degree assessment including mentors and direct reports
6. Other feedback mechanism
7. Identify strengths and weaknesses
8. Include a coach
9. Identify methods on how not to take on other stresses
10. Methods to lead other back to spiritual wellness
11. Learn to not personally take information into self where it overtakes us
12. Maintain empathy and not take on burdens
13. Evaluating stressor limits
14. Unloading mechanism
15. Equipping other
16. Asset mapping, information available when assistance is needed
17. Empower followers
18. Resource hub
19. Look at the pastors spiritual health
20. Develop leadership training
21. Creating a board to also share with other Pastors; take ideas to other churches, bring
them too. Coe together as one; reduce division.
22. Step 1: Assessment/survey, analyze data, discuss, develop draft, revisit, develop
services/products, assess effectiveness of program every 6 months
23. Identify resources needed to support essential ministry and then establish a network of
resources both internal and external to the individual church
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24. Define/identify what things are actually relevant ministry which are traditions and
other activities that drain people and resources
25. Main them/common thread: churches working together; steps to achieve a particular
end-church doesn't do a good job building RELATIONAL EQUITY with the business
community where serving (e.g., barber shops, car dealerships, etc.). These could help
with serving mental needs, social needs, stress, could develop relationships with
clinics, drill down deeper in reaching out to the community; we are more than just
spiritual, we are mind, body, and soul (book on how to get your congregation debt free,
then build wealth in the community; be good stewards
26. Brainstorm ideas, come up with business plan
27. This is the end time work and we need to take it by force, come together to meet the
needs of the people who have decided not to step foot in the church. We must come
together because people are dying and we have not done enough to go out and get
them.
28. Stressors can come from being out of order, so first thing is to get in order.
Compassion is not the only source of stress; competition, why competing in God's
Kingdom? Not be envious.; be caught up in helping people get to place where Jesus
said I came to free you
29. Come to end of ourselves; get the "I" out. Look to who created everything, and we'll
be okay
30. Realize we are here for one purpose, not everyone wanted to be the chief
31. Re-education to focus on One God, One Church, One Ministry
32. Leaders in community are members of the church, so networking is there and we can
lift each higher up to glorify Him. So re-education of congregation on who we are and
all we are in community would help people do what they are created to do.
The fifth category was the structure and governance of the ideal educational program for
addressing clergy stress. These are descriptions of the structure, monitoring and controlling (to
meet guidelines, regulatory policies, etc. (including how teachers are hired/supervised and how
the program structurally fits within Missio) that the stakeholders desired the idealized
organization to possess. Table 4.13 shows the 40 properties generated from the group
discussions.
Table 4.13 Structure Properties

1. I would like: resources I could access, probably/preferably at my own pace, on my own
schedule, anonymously; Choice to go deeper and more personally (with a
skilled/trained/experienced/seasoned person, or maybe a group [?]
2. Certified coach
3. What I probably need (but might not choose) just voluntarily: -Reality check
mechanisms like the 360 feedback loop mentioned earlier; -People or processes in my
life that alert me when I am not aware (and/or do not "want") the feedback, "alarm
bells" that I may, in fact actually need
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4. The structure obviously, definitely needs to provide trained, competent resources,
counsel, and guidance when I need it and seek it.
5. Harder to get and may be unrealistic (but while we're dreaming…) structures in place
that get to me help, guidance, counsel when I need it, but may not seek (or "want it")
6. Initial Steps: 1. Church's profile (history, ministries, staffing, budget, etc.…). 2.
Pastoral profile /360 assessments. 3. Pastor and people reimagining their Vision
statement. 4. Develop and APP and/or website.
7. Housed at University or other professional organizations
8. 1. Compassion stress rating tool: Am I at Level 1, Level 2, or burnt out or ready to
leave the ministry? 2. Online and Live resources 3. People resources: who do I have
on speed dial that I can call right now to talk me through my compassion crisis. 4.
Built-in sabbatical time 5. $$$$$$ for the above - grants, fellowships, etc...
9. Cohorts of classes with a hybrid curriculum
10. Connection with other ministries
11. Cadre of support ministries
12. FACILITATING & BUILDING RELATIONSHIPS
13. Quarterly meeting
14. Building bonds
15. Resource hub, of tools, resources, therapists
16. Pastoral support
17. Identify what are true pastoral issues
18. Teach others how to assist the pastors
19. Spaces and places
20. Board of advisors
21. Sounding board and advisors
22. Chief administrator Officer (CAO)
23. Clinical and programmatic consultants
24. Teaching staff
25. Multidisciplinary consultants
26. Consultants
27. Board consisting of clergy persons and laypersons
28. Finance officers, lay leaders, Conveners, Mental and Health care providers
29. Tech experts
30. Setting committees have a board in place and make use of skills/expertise available
31. Program development and implementation
32. Board of advisors, consisting of clergypersons and lay persons, Chief Administrator
Office (CAO), Finance Officers, lay leaders, Conveners, Mental and Health care
providers, Tech experts, Multi-disciplinary consultants, Program development and
implementation, spaces and places, transparency
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33. Ecumenical think tank-because need a wide variety of choices-from a good
representation of denominations from the body of Christ-skillset, gender, multiple ages,
also want insights coming from non-Christians, who are spiritual, and might help us
think in a different way
34. Not talking all about carnal organizational structure. Can't overstate doing things God's
way when doing out of your own strength, not in God's way, doing what we want to do
vs what God sent us to do, we spread ourselves thin, we need to look to him to give
that discernment. Let go and let God
35. Working with others involved in ministry. E.g., I don't need to do children's ministry if
others have gifts in that area, In other words, be willing to delegate, and doing an
assessment of what we do, and what we need to be doing; are we serving community if
we are networking and working together; assessment at beginning so not doing out of
own strength because that's our thing
36. We often want to separate the world from the church, however, thinking of Jesus'
ministry, he challenged the social/political stances of the time about how people were
being treated; changing the political platform from which his community was being
oppressed. Jesus' point was to go outside the walls and do ministry, we are supposed to
work in the world that changes the way things work
37. Not just another good idea, but a God idea. We have had any things and have been
busy much with doing, yet haven't really reached those outside of the church. If we
can't ask God for the structure, then we are not really going to be effective…again
38. We must create to reach and not entertain. In Philadelphia alone there needs to be
more outreach besides the few that are out there. The Lord wants us to reach them.
That's why coming together as a whole, takes the pressure off
39. Need space to process for ourselves
40. Grant writers
The final category was the revenue model. This property focused on ideal means and the
business model elements for generating revenue. Collectively, the planners created a list of 22
characteristics Table 4.14 displays the properties generated.
Table 4.14 Revenue Properties 1

1.
2.
3.
4.

I love having this being underwritten by grants or outside patrons of course
Subscription Model
National convention or local associations
Probably need a front page/opening page that gives some resources for free (or perhaps
free for an initial time) that demonstrates the value. Then, from there…charge fee for
services (or maybe via subscription?) to go deeper
5. Conferences
6. Tuition Model
7. Endowments, grants, fee for service
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8. Financial cost to the Pastor; Lilly Foundation/Clergy Health
9. Donations, financial and volunteer service
10. Special offerings held by the church as part of tithes and offerings
11. Conference and seminars for a fee
12. Webinars and podcasts
13. Check pastor’s health benefits covering mental health
14. Endowments, grants, fee for services, Lilly Foundation/Clergy Health, Donations,
Financial and volunteer service, check pastor’s health benefits covering mental health,
church contributions, special offerings held by the church as a part of tithes and
offerings, conference and seminars for a fee, webinars and podcasts and fundraisers
15. Organizations for the church body regardless of denomination, could create a
membership and everyone pays a membership fee to have access to whatever the
resources are. If you want additional things that can’t be digitalized (e.g., someone to
come in and coach congregation or pastor, could be additional fee) could be asking to
LA Fitness – have a membership fee, have tiers, if want personal trainer, pay a certain
amount
16. Agreed, this is where it has originated. Once the Body fully understands and accepts, a
structured outline of services can be discussed and shared.
17. Get out of the poverty/competitive mindset, we are all in this together.
18. Like membership, but also equity; maybe access based on financial ability.
19. Focus on helping pastors but if people can align with mission, allow access to religious
leaders (e.g., Rabbis and Imams) because we are talking about burnout.
20. This can also be a mission opportunity for the church and community.
21. Have a grant writer on staff, make sure there is an investment in them in education, etc.
as part of the budget, so not to have to try to fundraise. It’s part of their financial life.
22. May need to provide something to the larger public and may need to charge for that
(e.g., how to care for others while caring for self). Other orgs such as firefighters that
deal with compassion stress could also benefit from any model that could be designed;
also people in communities are dying and need help with dealing with grief, so that
could go in to the…??
Generation of Themes
To identify themes derived from the properties collected by the stakeholders, the
investigator used WordClouds.com. In text-based data, this digital tool highlights the frequency
of key words. Figures 4.4, 4.5, 4.6, 4.7, 4.8, and 4.9 display the generated themes. Table 4.15
summarizes the primary themes for each category.
For the mission of the ideal educational program, stakeholders generated 49 properties,
and submitted to the word cloud program. The image in Figure 4.4 was generated.
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Figure 4.4 Mission Themes 1

As presented, the visual presentation shows the largest words included stress, pastors,
compassion, clergy and ministry.
For the value proposition of the ideal educational program, 44 properties were generated
by the stakeholders and submitted to the word cloud originator. The image in Figure 4.5 was
yielded.
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Figure 4.5 Value Proposition Themes 1

As displayed, the visual sequence brings to view the most massive words include pastor,
church, healthy, and community.
Stakeholders generated 55 properties for the functions/outputs of the ideal educational
program, and submitted them to the word cloud producer. The image in Figure 4.6 was
produced.
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Figure 4.6 Functions/Output Themes 1

As portrayed, the visual formation of words uncovers the most sizeable words include
stress, pastor, support and group(s).
For the process of an ideal program, stakeholders crafted 32 properties, and submitted
them to the word cloud program. The image in Figure 4.7 was brought forth.
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Figure 4.7 Process Themes 1

As illustrated, the visual photograph uncovers the bulkiest words include stress, people
community and plan.
Forty properties were constructed by the stakeholders for the structure of an ideal
program, and submitted to the word cloud program. The image in Figure 4.8 was erected.
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Figure 4.8 Structure Themes 1

As disclosed, the visual image presents the enormous words include need, resources,
wants and ministry.
For the revenue models of the ideal program, 22 characteristics were created. The image
in Figure 4.9 was brought about.
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Figure 4.9 Revenue Model Themes 1

As disclosed, the visual design brings to view the gigantic words include fee, financial,
health and church.
Summary Table
Summary Table 4.15 lays out stress, pastors, compassion, clergy and ministry occurred
53 times in total in the mission property. Pastor, church, healthy and community evolved 42
times altogether in the value proposition. In the functions/outputs property, stress, pastor and
support surfaced 36 times collectively. Stress, people, community and plan came into view 19
times communally in the process property. In the structure property, need, resources, want, and
ministry derived cumulatively 24 times, and fee, financial, health and church emerged 23 times
overall in the revenue property.
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Table 4.15 Word Cloud Generated Themes 1

PROPERTY

THEME

Mission

Stress

NUMBER OF
OCCURRENCES
15

Pastors

14

Compassion

9

Clergy

8

Ministry

7

Pastor/Church

9

Healthy/Pastors/Community

8

Stress

12

Pastor

9

Support

8

Group

7

Stress/People/Community

5

Plan

4

Need

9

Resources/Want/Ministry

5

Fee

8

Financial/Health/Church

5

Value Proposition

Functions/Outputs

Process

Structure

Revenue Model

A sum total of 174 themes emerged in word cloud. These data visualizations highlight
major textual points offered by the designers of the ideal program for clergy.
Re-assembly, Reflections and Closure
Upon completing the two-hour interactive planning and design process, all participants
and facilitators returned to the main room on Zoom. V.A. invited one stakeholder from each
group and the three facilitators to each share a one-minute reflection of their experience. These
reflections were audio-recorded and transcribed.
The volunteer speakers from three stakeholder groups noted:
Being a daughter of a pastor, learning about an idealized environment,
have been great to see how it would have helped my father and family as a
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whole. I learned a lot. I can now make suggestions to other pastors dealing
with compassion stress. I can tell them someone is looking to help them with
their pain and stress levels; especially now during COVID. It is not just
just church stuff [anymore], but also COVID related stuff.
This was very good! I learned a lot from my peers. Important topics
came out of this, and I want to implement some ideas into my own ministry.
I appreciated ALL the voices! I valued hearing the views of the secular
and spiritual as being vital in this enterprise.
The Facilitators said:
I want to thank everyone in my group, and this project will go beyond
the pastors, but it will also reach the people.
The commitment and passion was quite something! Everybody worked
together, and almost by the end, we were combining things, and people
were agreeing in such ways, that they were completing each other’s
thoughts…which was really great to see. In taking this matter of
compassion stress so seriously, I think we came up with quite a few
realistic suggestions about how to put [a program] in place, and how to
make it successful. Thank you everyone. This was an enjoyable situation.
Fascinating! I told the group in the beginning, we wanted a “tire
swing” as mentioned in the opening session, and nothing else. I learned
a lot, and it was validated by having those living and experiencing this
involved in the design process. I was intrigues by the connection of the
whole community which was a big thrust in our group. It reminded me
of the George Washington bridge example in terms of the problems
within the community and reaching out connecting with other churches…
not just being in silos when you are one church…having support groups…
pastors and ministers and getting various things in the community and
how to tie that into a program that could be potentially self-supporting.

Upon completion of these reflections, V.A. again thanked everyone for their time and
participation. She then announced the project's next steps: synthesizing the data collected and
asking a few participants to review the findings at a later date. Finally, she informed everyone
that the workshop session scheduled for July 17, 2021, was no longer needed due to significant
participation by those invited. Stakeholder T.M. ended the workshop with prayer.
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Follow-up Design Team
On August 30, 2021 an email of invitation was sent by the investigator to 2 stakeholders
from each of the 3 breakout groups (total of 6) from the July 10, 2021 IP/ID workshop,
requesting their participation as the design team for the study. The content of the email included
a repeated expression of appreciation for engaging in the July session, reiteration of the second
phase to the design of the study with a brief explanation of a design team, the invitation to meet
for two-hours on September 18, 2021, and the rationale behind selecting them based on their
input in the earlier workshop. Within 48 hours, each person responded to the investigator
favorably.
The investigator emailed the elements collected from the three groups (Tables 4.9 to
4.15) and the themes of the IP/ID properties (Figures 4.4 to 4.9) generated from the word clouds
to each team member for review. They were advised to examine the information and themes,
consider the common concepts, and to come prepared on the 18th of September to design a
prototype of an educational program for urban clergy experiencing compassion stress. The
researcher also included five additional areas for the team’s consideration, namely, staffing,
learning environment, program admission, degree and tuition. The team was encouraged to give
thought to each area, and together, they would brainstorm their ideas at the upcoming meeting. A
Zoom link for the meeting accompanied the themes in the email.
Design Team Meeting I
On Saturday, September 18, 2021, the design team met on the Zoom platform to design
the program. The researcher welcomed and thanked everyone again for consenting to assist with
this phase of the project. She re-emphasized the purpose of the meeting, and one of the
stakeholders began the session with a word of prayer.
The investigator shared a power point highlighting the key words generated in word
cloud from the results of the stakeholders’ comments of the six groups of properties (i.e.,
mission/vision, functions, etc.). However, approximately twenty minutes into the session, one of
the designers suggested to the group to return to the document reflecting all the comments from
the ID/IP workshop. The team agreed. The researcher was asked to revisit the different
categories of properties so that everyone could recall their meanings, and to share the Missio
Seminary mission and vision statement. Each property group was discussed by the team, and
from their insight, recommendations, and ideas, a prototype of a program began to form.
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The design team created statements, generated ideas, and went back and forth between
each other until consensus was made for the mission, value proposition, functions/output,
process, structure, and revenue model properties. However, after two and a half hours, one of the
designers suggested the team have a second meeting to strengthen the final two categories of
properties, and to address the additional categories (i.e., staffing, learning environment, etc.)
proposed by the investigator. The team welcomed the opportunity, and informed the investigator
they would resume the work on September 24, 2021 for an additional two hours. The researcher
announced she would send a link immediately following the meeting.
Design Team Meeting II
On Friday, September 24, 2021, the design team met a second time, and began reviewing
the work previously done. Designers began to ask pertinent questions of each other to ensure
they 1) fully understood the ideas created in the first team meeting; and 2) to make certain the
ideas produced fit into the mission/vision of Missio Seminary. The researcher watched intently
as the design team worked together to create a program. It was evident each person had given
much thought to the project since the initial team meeting, as inspiration guided the process. The
ambience of this meeting was filled with excitement, and the team ruminated on the ideal
program.
At one point in time, the designers began to feed off one another, almost as if they were
finishing each other’s words, and, completing the others’ ideas. Life began to form, and the more
they communicated, the more energy resonated in the meeting. The investigator watched in
amazement how the team had come together, and were eager to create the best plan for clergy to
participate in that would help them to reduce the stress in their lives. As mentioned in the
Methodology, the researcher had previously planned to complete the project the traditional way
of conducting a study, but was extremely pleased to witness what was occurring before her eyes.
With a little more of 30 minutes remaining in the allotted time for the meeting, the designers
reviewed their work, line by line, and asked each other, “would they participate in such a
program?” Everyone gave a resounding “yes”.
Upon completing their time together, the design team created an educational program
prototype for clergy experiencing compassion stress, utilizing the ideas from the actual ID/IP
workshop, and recommending one additional consideration, marketing. The results are presented
in Table 4.16.
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Mission
To equip clergy with tools that identify and address the emotional fatigue and burnout that
results from helping others.
Value Proposition
To enable clergy to do effective ministry in a way that brings greater joy and satisfaction to
self and others by minimizing stress.
Functions/Output
The Program to Help Urban Pastors Cope with Compassion Stress (“Program”) is a required
course for those seminarians in degree programs at Missio Seminary. The Program also is
offered as a stand-alone certificate program for individuals who are not enrolled in a degree
program at Missio.
The Program offers participants the following instructional tools and techniques: lectures;
seminars; assessment instruments; video conferences; large and small group interactions;
literature; clergy collegial groups; and relaxation technique classes.
The Program offers referrals to retreats and individual and group counseling as well as contact
information for community counseling/crisis hotlines. There may be additional costs for these
services that must be borne by the participant. The Program maintains a catalogue of resources
that offer discounted services.
Process
Participants are guided through a process to:
Define compassion stress
Complete a 360 self-assessment
Receive the results of the stress assessment
Develop an individualized stress Mitigation Action Plan (“MAP”)
Execute their MAP with periodic check-ins
Evaluate progress and reassess needs and goals
Structure
Participants are led in exercises designed to help them define compassion stress and educate
them on the stress identified.
Participants complete a 360 self-assessment using a professional assessment instrument
developed by a third-party vendor.
Participants are guided through the results of their stress assessment by their Missio instructor
who is fully trained to interpret the results.
With the guidance and support of their instructor and licensed professionals, participants
develop an individualized stress MAP tailored to help them mitigate stress.
Participants execute their MAP with periodic check-ins at 30/60/90/120 days to determine how
the MAP is trending.
The final task is for participants to evaluate progress and reassess stressors.
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Revenue Model
Non-Controllable Resources: endowments; grants (e.g. Lilly Foundation); scholarship
donations; volunteers; church contributions; special church offerings; conferences, seminars,
webinars, and podcasts for a fee; and fundraisers.
Controllable Resources: tuition; service/assessment fee; health Insurance reimbursement.
Missio's existing degree and certificate tuition structures apply to Program participants.
Staff
The Program instructors are a diverse and credentialed group of Missio faculty that includes
retired clergy and trainers.
Learning Environment
To maximize the Program’s reach while minimizing the risk of harm during a pandemic, the
Program is offered online.
Program Admission
The stand-alone Program for non-seminarians is open to clergy, church leaders, and their
family members. The Program that is offered as part of the Missio degree program is open to
enrolled seminarians.
Marketing Considerations
The Program will conduct a market analysis of its competition and promote the Program
considering its place in the market (e.g. "the only seminary program of its kind.").
Table 4.16 Prototype Design for Helping Urban Pastors Cope with Compassion Stress

Final Design Team Reflections
Upon completing and submitting the educational program prototype, the investigator asked
the design team to share their experiences in this process via email. Some of the designers wrote
the following:
I am still on Cloud 9. Working on the design project has been a new and exciting
adventure for me. I felt honored to take part and work with such a knowledgeable group
of saints. I have learned a lot and will be talking about this experience for quite some
time. Thank you for putting your faith and trust in me. Thanking God for your success.
As we say, "don't wait till the battles over...shout now.
I thoroughly enjoyed participating. There was a high level of participation, interaction,
exchange, and free flow of ideas. The process was creative. It was uplifting and
inspiring. My vision soared to new heights on the benefits and ripple effects from this
type of well-designed program. Helping the Servant Leaders who win souls for
Christ! Hallelujah!
Thanking God for this awesome experience of being a part of this wonderful group as a
whole. I’ve learned so much from the diverse input from each person. Also thanking God
for you for inviting me to assist in this vision. Hallelujah!
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CHAPTER 5
DISCUSSION
The purpose of this dissertation is to help urban clergy effectively manage the stressors of
ministry that can lead to compassion fatigue and other distress responses. Specifically, I am
seeking the design for an ideal organized intervention program, i.e., a set of experiences in which
clergy can participate that can be developed, implemented and sustained within the Philadelphia
community. As emotional and spiritual first responders to individuals and families during times
of trauma and crisis, clergy are often in a unique position. Being able to help people through
spiritual direction which is at the very heart of pastoring and is the most rewarding part of
ministry, can paradoxically threaten and inflict harm on a cleric’s biopsychosocial and spiritual
needs and interests (Ferguson, 2007).
In Chapters 1 and 2, I examined the complexity of ministry demands on clergy
compassion stress, and described research that revealed stress can affect individuals biologically,
psychologically and socially, thereby, suggesting it was a complex experience. I also argued that
stress has many interconnecting components which makes it a system problem. When clergy
cope with the stress of ministry, the many interactions and interdependencies between people and
other parts challenge easy solutions to this problem; indeed, a distinctive approach to effectively
address is called for.
In Chapter 3, I explained a distinctive methodology informed by systems thinking and
appropriate for complex systems challenges, i.e., Idealized Design (ID) with Interactive Planning
(IP). This methodology helps to identify interactive elements, understand the complexity around
stress in the life of the clergy, enable improved discovery and understanding, and to design a
viable and desirable new system to navigate (and mitigate) the problem of clergy stress. This
methodology was directly applied to answer the following two research questions:
1) What information, behaviors, skills and reflections or understanding can help clergy
to reduce the effects of stress and to manage more effectively the compassion stress
which emerges as a result of professional and personal obligations?
2) What is the ideal design for an education program that can support learning by clergy
such that compassionate distress would be prevented, reduced or navigated
effectively?
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In Chapter 4, stakeholders were identified and administered a demographics and
relationships survey. Stakeholders were then brought together for a facilitated workshop using
Zoom, an online platform, during which they designed an ideal education program to address
urban clergy compassion stress.
Interpreting and Evaluating the Results
According to Data USA (2021), 52 years is the average age of male clergy and 50.8 years
is average for females. Regarding gender, nationally 20% of clergy are female, and, 80% of
clergy are male, White (Non-Hispanic) making them the most common racial group. The second
ethnicity in this profession are Black (Non-Hispanic) 10.8% clergy.
Four demographic questions were presented to the 48 stakeholders. Results (Table 4.1)
showed that Question 1: “What is your age?” produced a mean age of 53.7 years. While slightly
above the average age nationally which makes this sample reasonably representative, the lack of
younger participants in this research may suggest a bias away from understanding or describing
the challenges or nature of stress experienced by younger clergy under 35 years. As well, the
absence of younger stakeholders may have reduced the number or types of behaviors, skills and
reflections needed to help with the management of compassion stress. When the first programs
of navigating compassion fatigue and clergy distress are held, sensitivity to the age of attendees
and the nature of the challenges will be important.
In Question 2 (Figure 4.1): “What is your gender identity?” 60% of the stakeholders
defined themselves as female and 40% defined themselves as males. This female-leaning
perspective for the stakeholder sample is significantly different from national demographic
statistics. According to Smarr, Disbennet-Lee, and Hakim (2018), over the past 30 years, there
has been a slow increase of clergywomen. However, the proportion of Black clergywomen
(Thomas 2013) when compared with men continues to exist in low numbers. U.S. Bureau of
Labor Statistics (2014) reported that in 2002, Black clergywomen represented 14.1%, and Black
clergymen represented 85.9% of the estimated 393,000 United States clergywomen and
clergymen. In 2014, of the approximately 433,000 clergy, the Black clergywomen increased to
18.6% and Black clergymen decreased to 81.4% (U.S. Bureau of Labor Statistics 2014).
Innstrand, Langballe, Faulkum, and Ashland (2011) surveyed 599 men and 401 women
clergy in Norway, and found women reported more exhaustion in comparison to their
counterparts. In addition, in a religious occupations and stress questionnaire survey that
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identified stress among clergy, Fitcher (2005) noted, “clergy women often experience difficulties
due to their minority status in a profession that has been dominated by males for centuries.”
Moreover, Price (2003) surveyed 1,200 Episcopal rectors and discovered 50% male clergy and
60% female clergy encounter stress with congregations. A national survey by Remes, Brayne,
van der Linde, and Lafortune (2016), reported that women were twice as likely to suffer from
stress as men.
Figure 4.2, which presents Question 3: “What is your ethnic identity?” showed 95.83% of
the participants were Black or African, and 2.08% were White or Caucasian, and Asian or Asian
American. This is a reversal of national US demographics (DATA USA, 2021) wherein 80% of
clerics are White (Non-Hispanic) and 10.8% are Black (Non-Hispanic). This deviation from the
norm was intended. As described in Ch. 1, my interests and communities concern African
American clergy in general and American Baptist Women in Ministry in particular.
Race (and age and gender) may have a significant influence on the compassion stress
education program designed by the stakeholders. Fletcher, Sindelar and Yamaguchi (2011)
support the data that negative job conditions can harm health and can be impacted by racial
groups, age and gender. In their study, they found that Black men increased in aggregate
physical demands which decreased their health. However, this was not the result for White men.
In the same way, jobs that required more of young women, decreased their health, while the
health of mature women decreased whenever they were exposed to conditions that were
environmentally harsh. In these cases, the physical responses of subjects to the varying stress
resulted in increased adrenaline levels.
Although there was a lack of younger participants in the study, it was revealed the
average age of clergy was in the low 50’s which is consistent with the median age of the
stakeholders (53.7). No data were available to verify gender and urban posts for clergy in the
United States. Yet, Fletcher, Sindelar and Yamaguchi (2011) contend that race and gender can
indeed have significant impact on health.
Table 4.2 for Question 4 presented, “What is your occupation?” Responses uncovered
parallels in the research of Adams, et al., (2016). Of the 48 stakeholders, 18 represented the
community in the occupations of clergy (7), counselors (5), security guards (3), social workers
(2), and teachers (1) as found in their study to compare clergy stress with other helping
professions. This suggests that 37.5% of all the participants had a vested interest in clergy
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health. However, Francis, Robbins and Wulff (2015) found in their assessments of support
strategies in spiritual directors for clergy in ministry, that this strategy did not predict low levels
of emotional exhaustion. In this study, only one (2.08%) spiritual director identified as an
occupation of a stakeholder.
Stakeholder engagement was critical to this study. The participants included a variety of
industries, but more importantly, the individuals affect and can be affected by the health of
clergy. In addition, the stakeholders helped to inform decisions about the future of clergy stress
and provided a long-term sustainable program.
Results (Table 4.3) for Question 5: “What is your relationship with urban
pastors/clergy?” indicated that 41 (85.42%) of the 48 stakeholders reported role relationships
with urban pastors and clergy. Two people (4.17%) ascribed to having social relationships. The
stakeholders reflected positive roles in both professional and social relationships with urban
pastors/clergy. Kinman, McFall, and Rodriguez (2011) validates these results writing:
the positive role played by social support in helping employees manage work-related
stress has long been recognized. There is, indeed, evidence that social and professional
networks in addition to social support from family and community are beneficial for
members of the clergy (p. 2).
McBride, Heck, Drumm and Sedlacek (2018) also support the view that relationships by
and with clergy are important. In their study, the number one stressor amongst 261 Seventh-day
Adventist Pastors was the lack of support systems. In clergy occupations, the research led to the
belief that stress, if left unaddressed, had the potential of resulting in mental distress (Khan,
2017). Support systems both informal and formal have been identified for clergy to maintain
their emotional well-being and reduce levels of stress because the demands of ministry are
without limit.
In the same way, Johnson (2018), champions for positive relationships for pastors. He
argues such associations do not induce stress in the clergy, and therefore, pastors can connect
with others to help them become emotionally healthy. As Rediger (1997) pointed out,
relationships are essential to helping reduce stress in the clergy. People tend to grow when they
are in relationships. When a person recognizes someone cares for them, they unveil themselves
and step into a new dimension that supplies them with a sense of belonging and acceptance.
Moreover, Spader and Mayes (1991) wrote, “People grow in context of relationships. They
93

respond to an environment that cares about them. They open up to those who reach out to them
(p. 72).” In addition, Bloom (2019) contends:
Strong, positive social relationships are vital for flourishing in ministry…Four kinds
include significant others (spouses, family, and friends), similar others (pastors, clergy,
and other ministry workers), members of the local church a pastor is serving, and
denominational leaders. Pastors who experience social support from their congregations
are much more likely to flourish. First, mutually responsive relationships…each
member, including the pastor, should feel respected by others. Second, parishioners
should be positive ministry partners. Third, responding well to stress and adversity
requires a communal response (pp. 82-89).
Relationships help in minimizing the stress experienced by clergy. Rather in
conversation in a professional or social manner, family, community, clergy colleagues,
congregations, and denominational leaders all contribute to the well-being of an urban pastors’
health. The participants in this study revealed specific role relationships (85.42%) had with
clergy. The diversity of these roles are wholistic in that they cover the spiritual, mental,
emotional, physical, and familial aspects of clergy encountering stress.
The findings (Table 4.4) for Question 6: “To what degree do you believe stress is a problem
for clergy?” revealed 60.62% of the stakeholders believed stress was problematic for clergy. As
suggested by Palmer (2012), clergy have left the ministry in Australia, Britain, and the United
States for myriad reasons including not having the disposition to cope with traditional demands
of ministry. Matters such as loneliness, difficulties with finances, family and relational problems,
and congregational conflict, were underlying sources of pastoral demands. The author illustrates
the high cost of ministry demands which, unfortunately, leads to enormous levels of stress.
Collins (1997) argues that religious stress is quite different from the stress experienced by other
helping professions. Palmer maintains clergy suffer from what is called the ‘Sisyphus Complex’.
According to Greek mythology, Sisyphus was condemned to rolling a rock up to the very top of
a mountain, only to have it roll back down each time. It is thought that many clerics have the
same syndrome and have become exhausted never reaching the top.
In addition, according to Ferguson (2007), the most rewarding parts of ministry, being
able to help people and offer them spiritual direction, which is at the very heart of pastoring, can
paradoxically threaten and inflict harm on their family, personal, physical, and spiritual lives
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(Ferguson, 2007). Providing care for others can trigger increased stress, burnout, or fatigue, also
known as compassion fatigue or vicarious trauma, which the American Counseling Association
(2011) and scholars refer to as compassion fatigue or vicarious trauma. Often, clergy who
experience these problems feel they have no place to turn. For example, in a study conducted by
Visker, Rider and Humphers-Ginther with the Assemblies of God (2017), 25% of clergy were
unsure of where to find help, faced a personal or family issue, and 70% reported they did not
have close friends who could form a support group. Interestingly however, in this study, one
stakeholder (2.08%) believed stress was not a problem for clergy.
In 2009, while serving on the Executive Committee of the Pennsylvania Eastern
Keystone Baptist Association (PEKBA), I believed the clergy with whom I served in ministry
were under tremendous stress and undergoing a great deal of isolation. The literature further
supported my perception. Now, twelve years later, the same belief is supported. The
stakeholders’ responses showed 60.42% of them also believe stress is a problem for clergy.
Results (Table 4.5) showed that Question 6: “Why do you believe that stress is a problem
for clergy?” disclosed that 21.95% of the stakeholders identified clergy responsibilities and the
expectations and humanness of pastors was the reason behind clergy stress. The weight of
ministry carried a score of 17.07% and clergy life balance scored at 14.63%. The lack of selfcare totaled 12.2%, and limited resources and other reasons registered at 7.32% and 4.88%
respectively.
Research conducted by Hill, Anderson-Darling, and Raimondi (2003) demonstrates the
high demands of ministry give rise to stress. Through the use of focus groups, the data showed
isolation, time, space, and intrusions caused much stress in the life of the clergy. This suggests
that these daily interruptions in the work of ministry can be difficult to manage particularly if the
pastor is the sole leader. Demands in ministry are not only challenging, but they can be
hazardous to the overall health (personally and professionally) of a clergyperson.
Additional studies have pointed out that pastors work approximately forty to sixty hours
per week on average, engage in little to no time in activities that promote personal spiritual
formation, and lack possessing a close personal friend or support network (Jinkins, 2002; Jinkins
& Wulff, 2002). Pastors sacrifice their personal spiritual growth at the expense of caring for
others (Hall, 1997). Brewer (2016) conducted a study on 21 Assembly of God ministers who
experienced stress due to emotional, familial, and physical demands. The study suggested much
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of the stress was related to unrealistic expectations. These reports give credibility to the
stakeholder’s beliefs that pastors are challenged with a variety of ministry demands that
contribute negatively to their overall well-being, particularly when their focus is on the health of
those they serve, and rarely themselves.
The research lends examples of the insurmountable demands of ministry. In 2009, clergy
exhaustion, difficult congregations, and relational risks with family, friends and others emerged
in the lives of pastors I worked with. Comparably, the stakeholders identified clergy
responsibilities and expectations and humanness of pastors (21.95%); weight of ministry
(17.97%); life balance (14.63%); and, the lack of self-care (12.2%) as contributors to clergy
stress.
Table 4.6 for Question 7: “To what degree do you believe it would be valuable to offer
skills to clergy on how to effectively manage and cope with the stress in their lives?” brought to
light that 83.33% of the stakeholders responded with a very high degree. Only 10.42% said
high; 4.17% answered somewhat high, and 2.08% replied very low. Kloos and Moore (2000),
maintain the publicity of enhanced coping skills coupled with stress reduction are the most
valuable areas of research as it pertains to religion.
In a similar manner, the parenting body of the researcher is the American Baptist
Churches (USA) which has a published covenant and code of ethics for ministerial leaders
(Appendices F and G) dated October 2004. This document was created to produce and maintain
healthy congregations and ministries and covers areas such as: offering training opportunities for
ministerial leaders; maintaining high expectations for the academic, pastoral, human, and
spiritual preparation and development of ministerial leaders; devoting personnel, time and
resources for participation in ongoing discussions focused around the needs of ministerial
leaders; and holding one another accountable for the delivery and use of ministerial leadership
training through the initiation and employment of assessment tools and accountability methods.
Looking back on my previous aspiration to create a safe space that would grant clergy
opportunities to disclose their challenges of ministry, I find hope in discovering that today,
others, who like me have a vested interest in clergy, think the same. The stakeholders expressed
a very high (88.93%) interest in offering skills to clergy on how to effectively manage and cope
with the stress in their lives.
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Figure 4.3 which presents Question 7: “Why do you believe it would be valuable to offer
skills to clergy on how to effectively manage and cope with the stress in their lives?” made
known that the stakeholders identified clergy wellness (34%), stress skills (29%), effective
leadership and ministry (21%) and, clergy resources (11%) as valuable techniques to assist
clergy in managing and coping with stress. In a similar fashion, Bloom (2017) supports this view
and proposes offering cognitive-behavioral and mindfulness strategies to help reduce the stress in
clergy.
Burnes, Guthrie and Chapman (2013), posited five themes that helped clergy to manage
and cope with stress: 1) tending to their spiritual formation through worship, prayer, and being in
community; 2) pursuing their mental, physical and emotional health to enhance their self-care; 3)
developing emotional and cultural intelligence by responding to the both their own and other’s
emotions correctly, and appreciating ethnic, education and geographical differences by adapting
to them culturally; 4) giving attention to their spiritual and relational health in marriage and
family with spouses, extended family and children; and 5) accepting the responsibility for
leadership and management.
The stakeholders believed clergy wellness, stress skills, effective leadership and ministry,
and clergy resources would impact the lives of urban pastors if a program was offered on their
behalf. Similar to this, the literature points out spiritual formation, emotional and cultural
intelligence as well as cognitive-behavioral and mindfulness strategies are beneficial for clergy
experiencing stress. I too imagined and believed a gesture as small as clergy peer groups would
make a difference for troubled pastors.
Table 4.7 for Question 8: “Rate the likelihood you believe a program for stress
management should be available for clergy” pointed out that 85.42% of the stakeholders rated
this category a very high, and asserted they believed a program for stress management should be
available for clergy. Only one (2.08%) stakeholders classified this section as very low. The
overall results of the literature and the responses of the stakeholders argue the need for a clergy
intervention program.
Results (Table 4.8) showed that Question 8: “Why do you believe a program for stress
management should be available for clergy?” disclosed that program necessity (50%), effective
ministry and clergy awareness (10.53%), in addition to limited resources as well as life balance
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ranked at 7.89% respectively. Still further, the stakeholders weighed clergy self-awareness, and
humanness at 2.63%.
Making available a stress management program for clergy resonated with the literature
and stakeholders. Both audiences expressed keen interest in providing clergy with tools to help
them minimize the stress in their lives. As for me, now more than ever, I believe a program for
clergy is critical for urban pastors, considering the multi-leveled issues we have faced
particularly in this COVID era. Not only have we experienced a reduction in church membership
and financial resources, but we have also suffered a distinctive type of loss, which includes the
death and inability to properly conduct funerals of church members, family and friends we so
dearly loved. Likewise, in the urban communities, many have lost how to “do” church.
Moreover, we have been forced to learn new technological methods that must be embraced if we
are to ensure the success and sustainability of our local congregations. Now is indeed the time
for a program that will help urban pastors to navigate stress through these uncertain times.
The components for a prototype program were designed from the Interactive Planning
and Idealized Design Workshop (Table 4.16). First, the group designed a mission statement. In a
system, the mission statement of the design program has to fit within a containing system, which
is the program that has to fit within the institution or organization. The mission of the idealized
program is to help clergy with tools that identify the emotional fatigue and burnout that results
from helping others. The PULPIT (Program for Urban Leaders and Pastors in Transition)
mission is to strengthen, equip and support pastors with the aim of producing healthier pastors
(personally and professionally). In addition, PULPIT equips pastors to engage in urban issues
such as gentrification, increasing immigrant and refugee populations, and issues of social justice
that directly impacts them and their ministries. This aligns with the mission statement of the
idealized program because it aims at increasing the health of pastors (spiritually, mentally,
physically, and emotionally).
Missio seminary’s mission statement is to incarnate and communicate the story of Jesus
with humility and authenticity; fidelity to scripture; appreciation of the Christian tradition, and,
sensitivity to the needs and aspirations of postmodern culture. The idealized mission statement
also fits into this larger system, the institution, because it trains church leaders and it practices
loyalty to the scriptures. The biblical story of Moses and Jethro gives an account of Moses
leading God’s people with no support. In the second chapter of Exodus, Moses is challenged by
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Jethro, his father-in-law, to delegate some of his responsibilities so that he would not burn out as
a result of ministry demands. Missio provides education to church leaders that will help them to
thrive personally and professionally in ministry.
The stakeholders created the value proposition statement which is to enable clergy to do
effective ministry in a way that brings greater joy and satisfaction to self and others by
minimizing stress. The primary objective of the PULPIT program and seminary experiences are
to equip leaders who can better serve those they have be given charge of. More importantly
however, is that the tools used to prepare pastors and church leaders, not only enhances the
cleric’s lives, but it also strengthens their congregations, communities, neighborhoods, and
ultimately the world. In this multi-level pandemic era, the occasions afforded to equip clergy
with skills that will help to minimize the stress in their lives, has the possibility of mirroring
itself into the lives of others; thereby, creating a domino effect that can result in a healthier and
more peaceful future for everyone in the entire world.
The stakeholders presented three sections for the functions/outputs of the idealized
program. First, the program to help urban pastors cope with compassion stress is a required
course for those seminarians in degree programs at Missio Seminary. The program also is
offered as a stand-alone certificate program for individuals who are not enrolled in the degree
program at Missio. Making the program a seminary requirement is imperative for those who are
leading churches. Seminaries are known to educate clergy on the history and theological
perspectives of the church. However, not all of them have excelled at providing more relative
proficiencies in dealing with the demands of ministry. Offering this program to seminarians as a
required course, offers them a better advantage of identifying and addressing early on, the
emotional fatigue and burnout associated with ministry demands that leads to compassion stress.
What is more, as a stand-alone certificate program, this design allows for clergy, non-clergy,
ministry leaders, and, other church workers to obtain multifaceted essentials of recognizing this
phenomenon, while at the same time, empowering them to offset its harmful effects. I am
confident this output would be embraced, because it offers the institution another way to help
create healthier church leaders (the mission of PULPIT), particularly in these uncertain times.
Another function/output of the prototype designed program is the program offers
participants the following instructional tools and techniques: lectures; seminars; assessment
instruments; video conferences; large and small group interactions; literature; clergy collegial
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groups; and relaxation technique classes. These diverse elements of the program are holistic as
they lend themselves to the mind, body and soul of each participant. Not only is it important for
the program participants to gain head knowledge about clergy stress, but it is just as important
that they benefit from experiences that include methods of relaxation for the body. Similarly,
soul-care can be generated through various assessments and group interactions which can lead to
flourishing both personally and professionally. Besides this, the adult learning theory is
supported by providing information and knowledge via multiple modalities/channels.
To add voice to this function, partnering with the academic affairs department to provide
assistance with the lectures, seminars, video conferences and literature would be established to
help implement and market this output. Missio seminary faculty are likely to have a profound
effect on the success of the program, given that the academic division is diverse in its teaching,
curriculum and research.
The final function/output created by the stakeholders was that the program offers
referrals to retreats and individual and group counseling as well as contact information for
community counseling/crisis hotlines. There may be additional costs for these services that must
be borne by the participant. The Program maintains a catalogue of resources that offer
discounted services. This prototype design feature seeks to engage participants in becoming
whole as a person. This is to say, in the context of the Christian bible, the sense of being whole
denotes a person is rescued or saved from a state of misery; in this case, compassion stress. To
help participants become whole, retreats are referred based on the need(s) of the individual, and
both group and individual counseling is available to ensure that all participants have a safe place
and space to share their life stresses within a professional setting. To avoid adding additional
stress to the participant, financial resources would be available for discounted services. To make
this deliverable more effective, partnering with the seminary’s school of counseling is critical in
that it currently offers student retreats, and this could serve as a great way to support the
program, as well as provide events that are structured to complement large and small group
interactions, and clergy collegial groups.
The next component in the idealized design was to define the education process. Here,
the stakeholders proposed a series of actions that included defining compassion stress,
completing a 360 degree self-assessment, receiving the results of the of the stress assessment,
develop and individualized stress Mitigations Action Plan (MAP), executing the plan with check100

ins, evaluating progress, and reassessing needs and goals. These action steps are comprehensive
in that they embody learning compassion stress, becoming aware of self, creating a plan to
manage the demands of ministry, practicing regular check-ins, evaluating the participants’
progress and reevaluating the needs and goals of the participant. For this program, the steps
identified will be introduced in an orientation format which will occur both in person and online. This review of what is to occur in the program will help to provide the participants with the
information they need to operate effectively in the program, and achieve the most from it.
After explaining the term, the participants will then be given (by a trained compassion
stress coach) a 360 self-assessment which focuses on stress. This assessment will share feedback
from others with the participants who serve or work closely with them in ministry.
Approximately 6-8 participant selected, undisclosed people will complete the assessment in an
online format. The assessment will comprise behavioral questions covering an array of inquiries
about the participant, to determine what ministry colleagues think about them. There will also be
a section for comments to elaborate on the feedback shared. Using a 360 degree assessment is
effective because it can help clergy to accomplish three things: 1) consider how others see them;
2) make necessary modifications or adjustments in their behaviors or ways of thinking; and 3)
not limit themselves to their own personal beliefs or opinions. To guide the participants through
the results of their stress management assessments, the creation and execution of their mitigation
action plan (MAP), planning of periodic check-ins, and evaluating their progress, coaching is
necessary.
The coach will schedule an appointment with the participant to review the results of
his/her online assessment. At the time of their meeting, the coach will discuss the outcome of the
evaluation, and will assist the participant in developing an action plan based on his or her selfdiscoveries. Together, they will create the mitigation action plan (MAP) by setting well-defined
and attainable goals with deadlines. To facilitate this process, SMART goals will be used (Table
4.17).
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Table 4.17 SMART Goals

ACRONYM
Specific

CONSIDERATIONS
Who needs to be involved to achieve the
goal?

Measurable

What benchmarks will be used to ascertain if
the goal has been met?

Achievable

What needs to be done to make the goal
attainable?

Relevant

How does the goal align with your objectives
and values?

Time bound

What can be accomplished realistically within
the end-date period?

The next component of the program design was the structure. Upon launching the
program, the stakeholders emphasized the need for designated role-holders to help the
participants understand the meaning of compassion fatigue, so that all participants fully
comprehend this condition. As the structure of the program includes program governance this
consists of a collaboration of internal/external individuals of Missio seminary, filling governing
and management roles, program administrative functions, and policies that outline decision
making. By the same token, support staff have been added for future growth of the program. A
display of the proposed governing structure is in Table 4.18.
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Table 4.18 Compassion Stress Proposed Structure

Table 4.18 reflects how the program will be controlled. On the left side of the
governance chart, the program team is made up of seminary individuals who are essential to the
program; without them, the program will not survive. The manager will oversee and manage the
program and the team. The executive assistant to the manager will provide clerical support, and
the assistant manager, will work in collaboration with the manager to ensure the program is
administered efficiently. The steering committee members will be comprised of individuals who
will help with funding, offering resources, and serving as liaisons for the program. This
committee will also include persons who designed the program. The program sponsors and
funding partners have been included to provide financial support to the program, and will supply
the program team with financial forecasting. Ensuring the accuracy of the financial records and
compliance with laws and regulations, the accountant will have this responsibility. Missio
instructors (adjunct and tenured professors) will offer teaching during retreats and small/large
group interactions. The curriculum developer will work closely with the program manager and
instructors to ensure the content of the program remain consistent with the mission of the
program. A licensed clinical psychologist and coaches will also serve as key personnel because
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they play a very important role in the guidance of the participants mentally, emotionally, and
professionally. These internal individuals make up the program team and will function as the
primary stakeholders.
On the right side of the governance chart, however, are the perspective future employees
of the program. A physician will have the responsibility of working with participants to manage
their physical well-being. Ordained clergy, both active and retired will have the job of
spiritual/soul-care of the clergy. A social worker will have the charge of helping participants
improve their lives, and the financial consultant will supply participants with valuable tools and
training on their finances. The operations manager will function to handle internal and external
relations that will help the program to be successful. A grant writer will have the duty of
identifying and writing grants on behalf of the program. Last, but certainly not least, a webmaster
will have the role of creating and maintaining the programs’ website. These external individuals
make up the future support staff.
Following the governing structure of the prototype program, was the revenue model. The
stakeholders listed two types of resources with the first one as non-controllable. These assets rely
on the receipt of grants, scholarships, donations, church funding, and events hosted by the
program such as conferences, webinars and fundraisers. To ensure success with any of these
means, a development officer should be included in the governance chart. This individual will be
tasked to develop a comprehensive fundraising strategy for the program. Funds can be raised
through donations, special events, and other administrative fees; however, church donations are
variable because they are subject to rise and fall pending the giving of the church members.
On the other hand, the second resource proposed by the stakeholders was controllable
resources. This income is guaranteed in that it is tuition and service driven. The program will
mirror the current degree (for seminarians) and certificate (for non-seminarians) tuition costs of
the seminary for all program participants. And finally, in some instances, clergy might be
eligible for health insurance reimbursements which will help to offset their paying out-of-pocket.
The staff was another component the stakeholders listed in the design. These are the
diverse and credentialed faculty, staff and external individuals of Missio. A more in-depth
description of their responsibilities follows the governance chart on page 121.
The contextual learning environment was described by the stakeholders. The team firmly
emphasized maximizing the program’s reach by offering it online. In doing so, the program
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would greatly benefit by the self-paced learning; building up of virtual communications and
collaboration skills; expanding the program globally; gaining technical knowledge; increasing
self-motivation; and, enhancing time management skills. However, the downside of hosting the
program online could include procrastination; limited communication skills; problems for
computer illiterate participants; failure of technical platforms (i.e., Zoom, Dropbox, Canvas);
isolation of clergy; and, poor active listening skills. With the restrictions imposed by COVID-19
released, I would like to see the program both in-person and online.
For admission into the program, another segment suggested by the design group was
based on two types. First, the stand-alone program is for non-seminarians. This would include
individuals who are clergy, church leaders, and family members who would receive a certificate
upon completion. The second type of admission into this program would be for those enrolled in
the seminary; this program would be a required course for the degree program. Perspective
stand-alone participants would apply on the Missio website as all other applicants, and complete
an application. Upon receipt and review of the application, the participant will be contacted to
attend Orientation (online or in-person) to ensure he or she understands the specifics of the
program, and to pay an enrollment deposit. A letter of welcome and acceptance will be mailed to
the perspective stand-alone participants, with a program calendar for scheduling purposes.
The final element submitted by the design team was marketing considerations. Here, the
team recommended performing a market analysis to promote the program. As displayed in Table
4.17, a marketing manager was included to carry out this responsibility. I am not aware of any
institutions with this type of program specifically designed for clergy who are challenged with
stress. It is my hope that Missio will serve as the place to pilot-test this program, but I greatly
desire to offer it to other seminaries across the globe.
Final Considerations of Using Systems-Informed Design Thinking for Strategic Planning of
a New Program
Reflections
In the summer of 2019, I experienced acute panic attacks while driving on Interstate 476.
Three weeks prior, I ended a two-year position in a place that was very toxic, and had started a
new job. During those two previous years, I would go home almost every day questioning my
abilities, skills and personhood. I began to doubt who I was and what I was capable of doing as a
professional. In addition, I felt as if I could not do anything correctly, as so often told by the
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previous supervisor. It took a long time to adequately appreciate and identify my stress, because
day after day I would return to the pain-filled place of employment, believing I could make a
difference. However, after reflection, I made the decision to seek therapy.
My experience is similar to experiences for clergy across the globe who give their all yet
find themselves questioning their competencies and identity. Like me, many clergy return to
their places of worship, Sunday after Sunday, pledging to make a difference and wondering why
they were in this challenging and painful situation.
In 2020, my originally chosen Adviser left the University and the Doctoral Program
Director offered to take over as my dissertation supervisor and to guide me -- which added to my
anxiety. I was afraid that my new advisor would require me to abandon what I had written and to
start from the beginning. Indeed, in our discussions about my topic, the invitation to consider a
systems-approach to conceptualizing clergy stress and to use the systems-informed methodology
of Interactive Planning and Idealized Design to assess it were far from my original way of
thinking about the project. However, after reading and learning about the biopsychological
model and complexity of stress, the interconnecting components which makes it a system, and,
appreciating that a different perspective was necessary to help them cope with the stress of
ministry, I accepted the challenge. On reflection now, I am glad I did.
I had many interests, desires and purposes when I started this dissertation. One was for it
to be something that was original; a first-time type of study on clergy stress, and with a different
perspective. Another desire was that the end result would be of such that it would have a longterm strategic impact; not a temporary tactic for what so many pastors have had to endure for
years. While several ministry organizations and Associations have attempted to provide
opportunities for clergy to address their stress, the results have been short-lived. I also wanted
more than ever that God would be glorified in this project; after all, this was done for the
betterment of the sons and daughters God selected to be of service to His children.
As I went through the process of planning the idealized design workshop, I learned from
the facilitators that variations in presentations and data collection were common; i.e., not
everyone approached this methodology the same. I had thought there was only one “best” way to
facilitate a workshop, but I found this was not true. For instance, one facilitator conveyed the
importance of sharing systems thinking and idealized design terms with the stakeholders prior to
the workshop; another expressed there was no need to, and that the facilitators could define the
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terms once the session began. For this project, we sent the important language and terms to the
stakeholders in advance, but soon discovered the definitions had to be repeated not only in the
initial design workshop, but also afterwards with the smaller design team.
The approach used in idealized design was a very significant learning curve for me. My
experience regarding education processes had previously been to determine what could be
tweaked or modified to make it better. Yet, in idealized design, inviting the participation of
stakeholders changed this and added value to this process. The individuals who participated in
the project reflected both clergy and others who influence and are influenced by the complexities
of clergy life and by the stress responses of clergy. As I visited each breakout room of the 32
stakeholders on Zoom, I witnessed men and women who easily and sometimes struggled through
their collective brainstorming process in deciding on the mission, functions, processes, structure
and finance model for the education program. What I learned from this was that, the stakeholders
needed time to shift their thinking into the new mode of identifying their personal desires for a
program for clergy, without feeling compelled to agree with the desires of others; the interactions
led to the emergence of the outcomes.
When a new idea is conceived and shared with others, there are social and cultural
pressures to reach group consensus which can stifle creativity and innovation. The interactive
design process opened the window wide for the stakeholders to voice their wildest dreams for the
clergy, every voice was heard, and their thoughts were captured. This was a very important part
of the systems thinking methodology because the elements expressed by the stakeholders were
their own aspirations for an ideal system to navigate clergy stress. There was no social pressure
to think like everyone else.
I also learned about the importance of having a technology expert present when
conducting idealized design virtually, particularly with stakeholders who are limited in computer
literacy. This project was conducted in Pennsylvania during COVID-19 distancing controls
imposed by the Governor; therefore, the meetings were carried out via Zoom. For this project,
the technology expert was quite proficient in his skillsets and eased my mind before, during and
after the creation of the design. He was also accessible to answer questions offline with not only
me, but also with the facilitators. Not only did he help us to reach our technology goals, but he
immersed himself into the project and took ownership for his contributions to it.
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The workshop enabled collection of many properties for an ideal educational experience.
But to create the final design for the proposed program, a smaller design team was created. With
regard to the smaller team, I learned the value of trusting the process. Although I was still
somewhat uncertain of how the generated properties would be brought together, there was
something distinctive about the design team. In our first meeting, after sharing the instructions
and answering their immediate questions, I struggled within with my personal control over the
process because I wanted to respond to some of the things they were discussing. However, as I
thought about the prevailing analytical way of creating an educational program for clergy, and
compared it to the systemic process that was before me, I had to make a conscientious effort to
sit back, listen, and watch the team work. I recall at the end of their discussion, I had become so
excited because I saw how the program was beginning to shape through the voices of 6 people
who determined to create a program that would have current and future pastors effectively
manage and cope with stress.
Following the second small design team session, I was amazed by the enthusiasm shared
between the stakeholders. One individual returned with new ideas, suggestions and
recommendations that were worked through with the team, and included in the final design. It
was at this point when I recognized the power of idealized designs in systems, and how it adds
value to finding a solution to a problem.
If the idealized design process for this project had to be repeated, I would want the
experience to be the same. By nature, I am a learner, and it was a delight to have learned more
about systems thinking in a hands-on way, the opinions of the facilitators and their approaches to
system thinking, while at the same time, embracing the visions the stakeholders had for the
personal and professional success of clergy managing and coping with stress.
Challenges
The challenges for this study were minimal. The immediate challenge was identifying the
facilitators because I was not familiar with this type of practice. Fortunately, my dissertation
adviser identified facilitators for me to contact who had the necessary experience. I felt as if I
had been blessed by those who agreed to work with me, as I took a posture of learning from their
expertise. Another challenge encountered was getting the stakeholders to respond to the original
invitation to participate in the study. Through the process of sending gentle reminders, I was
successfully able to obtain enough favorable responses.
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As related to the study itself, I wish I had been more successful in including younger
subjects in the study. I believe the outcome of the educational program might have been a little
different if more stakeholders had been millennials or from generation Z. The millennial
stakeholders would have been curious and excited to envision a world whereby clergy could
acquire new skills. Generation Z, however, may have identified ways clergy could use the digital
platform to aid them in managing stress. It would have been very interesting to see what these
two audiences would have contributed to the study.
I would have also preferred a more diverse group of stakeholders from various
ethnicities. While my focus was on the African-American Church, increased diversity is a way of
learning from one another, and more than ever, we need this today. It would have been beneficial
to learn from our Caucasian, Hispanic or Latino, Asian or Asian American, American Indian or
Alaska Native, and, Native Hawaiian or Pacific Islander Christian sisters and brothers about this
subject matter. African-American pastors are not the only group challenged by personal and
professional stress in their lives.
Another challenge was it would have been better if I had reworded Question 5: “What is
your relationship with urban pastors/clergy?” in the survey. This question was unclear for several
stakeholders, and might have generated more and better responses if it had been “How do you
support your pastor or other urban clergy?” The previous question was written to determine the
connection the stakeholder had to his/her pastor or other clergy.
Similarly, I noted for the study was in Question 8: “Rate the likelihood you believe a
program for stress management should be available for clergy.” I would have preferred instead:
“What element(s) would you like to see in a program for stress management should it become
available for clergy?”
Overall, I believe the project was successful in spite of these few challenges; I attribute
them to my many learning opportunities. Identifying facilitators, obtaining timely responses from
stakeholders, including a younger and more ethnically diverse audience, and rewording survey
questions to gather more concrete attitudes about stakeholders are important factors to consider
for future systems thinking studies.
Finally, the Cynefin framework is applicable to this study where structured problems (or
processes) are complicated and best solved/addressed by experts who use best or good practices.
These involve continuous tweaking and improvement. But unstructured problems/processes are
109

complex so there are no experts. Rather, the stakeholders interact and contribute which produces
emergent novel improvements and changes. I came in thinking IP/ID was complicated, but
learned it was complex which led to appreciating a different way to understand and navigate.
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APPENDIX A: Invitation to Workshop
Date
Dear Invitee,
My name is Valerie Andrews. I am a doctoral student at Thomas Jefferson University. I need
your support, and am kindly requesting your participation in a doctoral research study that I am
conducting titled: Designing a Program to Help Urban Pastors Cope with Compassion Fatigue.
The intention is to help clergy effectively manage their stress that can lead to compassion fatigue
and other distress responses. Specifically, I am seeking the design for an ideal organized
intervention program, i.e., a set of experiences in which clergy can participate that can be
developed, implemented and sustained within the Philadelphia community.
The study involves completing basic demographic information, two surveys, and meeting twice
online via Zoom for approximately 4 hours. The dates are_____and the times are_____. Each
session will be video-recorded, and the proposed agenda is attached at the bottom. Participation
is completely voluntary, as there is no reimbursement or payment for time, and you may
withdraw from the study at any time. The study is completely anonymous, therefore, it does not
require you to provide your name or any other identifying information. All data will be kept
secure by password protection and data encryption. If you would like to participate in the study
please read, sign, and return the attached Video Release Form to: vjjr17@gmail.com, no later
than _____. Clicking on the link below indicates your consent to participate, and allows you to
begin the study.
Your participation in the research will be of great importance to assist clergy cope and manage
the compassion fatigue so often found in their work. Thank you for your time and participation,
and if you have any questions, please contact me via email.

Sincerely, Valerie Andrews,
Doctoral Student, Thomas Jefferson University

(Survey link to begin the study) - https://www.surveymonkey.com/r/NDSYZCN
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APPENDIX B: Video Recording Release

I, ___________________ hereby grant and authorize Valerie Andrews the right to take, edit,
alter, and make use of any and all video taken of me to be used in her doctoral study at Thomas
Jefferson University.

This authorization extends to all languages, media, and formats now known or later discovered.

This authorization shall continue indefinitely, unless I otherwise revoke this authorization in
writing.

I waive the right to inspect or approve any finished product in which my likeness appears.

I have agreed to this release without being compensated. I waive any right to royalties or other
compensation arising or related to the use of the video.

I understand and agree that these materials shall become the property of Valerie Andrews and
will not be returned.

I hereby hold harmless and release Valerie Andrews from all liability, petitions, and causes of
action which I, my heirs, representative, executors, administrators, or any other persons may
make while acting on my behalf or on behalf of my estate.

Printed Name: _________________________________

Signature: ____________________________________

Date: ________________________________________
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APPENDIX C: CLERGY CONVERSATION AGENDA

AGENDA
Opening Prayer

Welcome

Ice Breaker “Topic Conversation”

Thank You
Clergy Intake
Clergy as Person

Clergy Group Conversations
What help do you need as clergy?
What level of help do you need?
How much time can you give to receiving help?
Which is better for you? Face-to-face help or On-line help?
Other

Clergy Assignment
“Will Power Challenge” (See Handout)
Share your learnings at the final clergy gathering: Tuesday, November 6, 2018
Dismissal
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APPENDIX D: TABLE TOPICS
1. Are you an open book?
2. What’s the best music to exercise with?
3. How can you be happier where you are right now?
4. Does work contribute to your happiness or take away from it?
5. Are you willing to ask for help when you need it?
6. When you get nothing substantial done in a day, how do you feel about yourself?
7. Have you ever tried to regularly take quiet time for yourself?
8. Do you have higher standards for yourself or other people?
9. When’s the last time you took a big risk?
10. What do you do for fun?
11. Which purchase gave you the worst case of buyer’s remorse?
12. What’s your favorite way to distract yourself?
13. If you were guaranteed to be twenty percent happier, could you give up TV forever?
14. How do you unnecessarily spend money?
15. What everyday problem bothers you?
16. Which bad habits could you cut out that would help you sleep better?
17. What’s something new that you’d like to try this year?
18. Would you rather deal with a problem head-on or avoid it forever?
19. What’s your favorite way to spend outside?
20. Which of your commitments are hardest to keep?
21. What’s the hardest thing for you to resist?
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APPENDIX E: CLERGY SURVEY QUESTIONS

A. DEMOGRAPHIC PROFILE
22. Gender? ___Male ___Female
23. Age? ____
24. Educational Level? (Check all that apply)
a. Bible School___
b. College ___
c. Theological Seminary ___
d. Graduate School ___
25. Number of years in Ministry? ___under 5 yrs. ___5-10 yrs. ___11-15 yrs. ___16-20 yrs.
___21-25 yrs. ___26-30 yrs. ___over 31 years
26. How many congregation members participate in Sunday worship at your church?
___UNDER 30 ___31-50 ___51-100 ___101-200 ___201-300 ___301-500
___510-100 ___OVER 1000
27. Number of years (circle one) Pastoring/Assistant Pastor/Associate Minister ___under 5 yrs.
___5-10 yrs. ___11-15 yrs. ___16-20 yrs. ___21-25 Yrs. ___26-30 yrs. ___over 30
yrs.
28. What factors have been stressful in your ministry? (Please circle all that apply)
loss of identity extreme fatigue weariness increasing worries and impatience
frequent illness stagnation sense of alienation conflict difficulty of sleep failure
loss of interest about work instability of emotions feeling of helplessness
loss of ministry vision decrease of appetite loss of passion loss of self-respect
considering leaving the church too frequent preaching excessive business
deviation of children unrealistic expectation(s) of spouse/significant other comparison
with a colleague
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lack of intellectual ability economic difficulty difficult to control emotions
29. How many hours do you work in a week? (check one) ___under 20 hrs. ___21-30 hrs.
___31-40 hrs. ___41-50 hrs. ___51-60 hrs. ___61-70 hrs. ___over 70 hrs.
30. Do you have one day a week off from church ministry? (check one) ___regularly ___often
___almost never

31. Do you think you have enough time with your family? (check one) ___yes ___no
___often

B. CLERGY WORK PATTERNS

32. Do you have a regular vacation each year? ___yes ___no

33. Have you ever felt an impulse to quit pastoring/assisting in ministry to escape the stress of
ministry? ___never ___sometimes ___very often ___everyday

34. How often do you worship without leading?
a. Once a week ___
b. Once a month ___
c. Couple of times per year ___
d. Not at all ___
e. Other ________________________________

35. What scripture(s) anchors and/or informs your call to ministry (clergy) service?

36. How often do you experience periods of mental exhaustion/stress?
a. Every Week ___
b. Every Month ___
c. Every 2 or 3 times a month ___

37. What is your main goal in your ministry or volunteer work?
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38. What fun/social thing do you do with your spouse/significant other/family/close friends?
39. How do you characterize your communication (meaningful times spent) with your
spouse/significant other?
a. Very open ___
b. Guarded & needs improvement ___
c. Poor ___
d. Other __
40. How would you characterize your relationship with your children?
a. Very close ___
b. Somewhat close ___
c. Distant & Poor ___
d. Other ___
41. How would you characterize your relationships with the parishioners/fellow congregants?
a. Very, very close ___
b. Close ___
c. Cordial ___
d. Distant/conflicted & guarded ___
e. Other ___
42. How often do you intentionally meet with your colleagues in ministry to encourage one
another?
a. Weekly___
b. Bi-weekly ___
c. Monthly ___
d. Other ___
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APPENDIX F: AS A CLERGY PERSON

As you ponder on this picture, think about your role as a clergy person.
What comes to your mind?
How does this picture make you feel?
What speaks to you in this photo and why?

1. What does an average week’s schedule for you look like?
2. What would you like to change about your schedule?
3. How do you care for yourself physically, emotionally, and spiritually?
4. Do you feel appreciated?
5. What ministry task do you enjoy most? Least? What can assist you so that you have more
time to do what you do best? What can help with the ministry you least enjoy?
6. Are there any people in the congregation whose expectations of you cause you to lose sleep
with worry? How can the church and this group help you in any way?
7. Does your spouse/significant other feel valued by your church? Are there any unrealistic
expectations of her or him?
135

8. If you have children, do your children feel valued by your church? Are there any unrealistic
expectations of them?
9. Is there anything the church and this group can do to help you be a better spouse or parent?
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APPENDIX G – TABLE 1: CLERGY CONVERSATIONS FINDINGS
Andrews (2018)

I.

AGENDA & TABLE TOPICS (Appendices A & B) Weekly Icebreaker

II.

SURVEYS (Appendices C & D)

DEMOGRAPHICS & WORK PATTERNS
No. of Clergy members reporting: 10
experiencing periods of mental
exhaustion/stress

never intentionally meeting with
clergy colleagues to be
encouraged/encourage others
Highest level of stressors
stagnation
economic difficulty
considering leaving the church
weariness, increasing worries and
impatience, loss of passion

Every week

Every month

Two-three month

5

2

2

Never met

Met monthly

7

3

6
5
4

CLERGY AS A PERSON: How do you care for yourself?
Physical care
Eat well 3
Exercise 4
Visit doctor 1
Emotional care
Family 3
Therapist 1
Friend 2
Spiritual Care
Wait on God
Study/read Bible
Pray
No

III.

1
4
4
1

INTERVIEWS
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Help Needed

small group sessions
professional
counseling
once a month
once a week
Face to face
Online

“finding time to take care of myself when the demands are high”
“direction and guidance when there is conflict in the church”
“staying relevant as it pertains to meeting the needs of millennials”
“balancing church and family life with limited time”
“identifying a safe community to share with others/no judgement zone”
Level of support needed
7
2
Time available to receive help
7
2
Type of help preferred
7
1
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APPENDIX H: CLERGY WILLPOWER CHALLENGE

“I will” Clergy challenge:

“I won’t” Clergy challenge:

What is something that you
would like to do more of or
stop putting off because you
know that doing it will
improve the quality of your
life?

What is the stickiest habit in
your life---what would you
like to give up or do less of
because it’s undermining your
health, happiness or success?

Choose an “I will” or I won’t” willpower challenge that you will follow for the next week. Keep in mind,
this should focus on you as a clergyperson.
Keep a log to track everyday how well you performed your challenge. Has it worked out? Specifically,
what did you do/not do? How much time did it take? What have you learned about the driving forces and
resisting or restraining forces?
Prepare to discuss in our final clergy gathering on Tuesday, November 6, 2018 (6:30pm).
Challenge Example

“I will”…

“I won’t”…

…go to bed early
…meditate
…be healthy
…exercise
…get on top of my work

…waste time
…raise my voice
…overeat
…make my ____ angry
…procrastinate any longer

(Adapted from Applied Research Methods 1 by Dr. Steven F. Freeman)
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APPENDIX I
Transition Ministries ABCUSA Code of Ethics
Each interim pastor serving an Transition Ministries ABCUSA Program is required to affirm the
Codes of Ethics as presented on each side of this page: (1) “The Covenant and Codes of Ethics for
Professional Church Leaders of the American Baptist Churches in the U.S.A.” developed by the
ABC Ministers Council and (2) the interim ministry addition to the Code of Ethics adopted by the
Transition Ministries ABCUSA Board. Your signature below affirms your commitment to
comply.
I accept the Covenant and Code of Ethics for Professional Church Leaders of the American
Baptist Churches in the U.S.A. (as it appears on the next page).
I accept the interim ministry addition to the Code of Ethics, as related to an assignment with
Transition Ministries ABCUSA.

 I will accept an assignment only if I am in accord with the policies and procedures of the
Program.

 I will be impartial about the personality and ministry of the former pastor of the
congregation I serve, while at the same time helping persons of the congregation to
express, understand, and evaluate their feelings about their relationship with that pastoral
leader.

 I will not consult with the Pastoral Search Committee or its members regarding potential
pastoral candidates and will not promote any particular candidate for the position.

 I will maintain strong professional ties during the assignment with: (1) the staff of the TM
ABCUSA Program, with which I have an employee-employer relationship; (2) the
assigned church, with which I negotiate and fulfill specific interim pastoral duties; and (3)
the regional Executive/Area Minister, who is a colleague in my interim ministry with the
church.

 I will work as a team member and colleague with the Executive/Area Minister during the
assignment, keeping in touch with that person, providing feedback on the interim ministry
progress of the congregation, and consulting in relation to the significant emphases I
anticipate in my ministry with the church.

 I will maintain a strong emphasis on ABC mission support and participation by the church
in ABC life.

 I will not permit the church I serve as interim pastor to consider me as a pastoral
candidate.

 Upon the completion of my assignment, I will sever my professional relations with the
church and will abstain from professional contacts with the congregation without the
request or consent of the current pastor.

 Because I am committed to the policies of the TM ABCUSA Program, I will not enter into
private negotiations with the assigned church in relation to financial remuneration or other
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personal benefits.
Signed
Date
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APPENDIX J

The Covenant and Code of Ethics for Professional Church Leaders
of the
American Baptist Churches, USA
Having accepted God's call to leadership in Christ's Church, I covenant with God to serve Christ
and the Church with God's help, to deepen my obedience to the Two Great Commandments: to
love the Lord our God with all my heart, soul, mind and strength, and to love my neighbor as
myself.
In affirmation of this commitment, I will abide by the Code of Ethics of the Ministers Council of
the American Baptist Churches, and I will faithfully support its purposes and ideals. As further
affirmation of my commitment, I covenant with my colleagues in ministry that we will hold one
another accountable for fulfillment of all the public actions set forth in our Code of Ethics

 I will hold in trust the traditions and practices of our American Baptist Churches; I will not accept a
position in the American Baptist family unless I am in accord with those traditions and practices nor
will I use my influence to alienate my congregation/constituents or any part thereof from its relationship
and support of the denomination. If my convictions change, I will resign my position.

 I will respect and recognize the variety of calls to ministry among my American Baptist colleagues and
other Christians.

 I will seek to support all colleagues in ministry by building constructive relationships wherever I serve,
both with the staff where I work and with colleagues in neighboring churches.

 I will advocate adequate compensation for my profession. I will help lay persons and colleagues to
understand that professional church leaders should not expect or require fees for pastoral services from
constituents they serve when these constituents are helping pay their salaries.

 I will not seek personal favors or discounts on the basis of my professional status.
 I will maintain a disciplined ministry in such ways as keeping hours of prayer and devotion,
endeavoring to maintain wholesome family relationships, sexual integrity, financial responsibility,
regularly engaging in educational and recreational activities for professional and personal development.
I will seek to maintain good health habits.

 I will recognize my primary obligation to the church or employing group to which I have been called
and will accept added responsibilities only if they do not interfere with the overall effectiveness of my
ministry.

 I will personally and publicly support my colleagues who experience discrimination on the basis of
gender, race, age, marital status, national origin, physical impairment, or disability.

 I will, upon my resignation or retirement, sever my professional church leadership relations with my
former constituents and will not make professional contacts in the field of another professional church
leader without his/her request and/or consent.

 I will hold in confidence any privileged communication received by me during the conduct of my
ministry. I will not disclose confidential communications in private or public except when in my
practice of ministry I am convinced that the sanctity of confidentiality is outweighed by my well142

founded belief that the parishioner/client will cause imminent, life-threatening, or substantial harm to
self or others, or unless the privilege is waived by those giving the information.

 I will not proselytize from other Christian churches.
 I will show my personal love for God as revealed in Jesus Christ in my life and ministry as I strive
together with my colleagues to preserve the dignity, maintain the discipline, and promote the integrity
of the vocation to which we have been called.

Signed

Date
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